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From the Desk of National President

The definition of artificial intelligence is the philosophy and development of computer systems capable 
of performing tasks typically requiring human intelligence, such as visual perception, speech recognition, 
decision-making, and language translation.

Most ideas focus on four main areas: human mind, logical reasoning, human behaviour, and rational action. 
At first look, certain things could appear to be completely distinct, however, they are all related to the 
larger field of artificial intelligence. A machine must be perceived as having human-like characteristics in 
order to think and act like a person. This necessitates the computer’s ability to comprehend, utilise, and 
memorise what it reads and understands, as well as to apply this information to come to new conclusions, 
find solutions, and adapt to changing circumstances.

AI and personalisation go hand in hand. This is a result of personalisation’s growing influence in our lives 
and how it affects the content we consume. Personal gadgets are used to deliver and personalise the music, 
images, social media, and online shopping. The world is full of examples of this: Google search, Netflix 
reviews, Amazon coupons, and softwares like Google Assistant, Alexa, and Siri all make use of AI to improve 
the accuracy of the information provided to customers. Based on our preferences, previous encounters, 
and behaviours of similar groups of people, all of these programmes provide meaningful recommendations. 
By providing the necessary information and deleting unnecessary data, this leads to increased productivity 
and time saving.

Every aspect of human life, including our employment and professional lives is changing as a result of 
artificial intelligence (AI). The process is affected in the areas of learning and development as well. The 
proliferation of AI is now being seen in practically every firm and industry. The availability of tools and 
applications enabled by AI in the workplace is continuously increasing. Artificial intelligence can undoubtedly 
have a significant impact on how we apply for jobs, how we join a company, how we are oriented, how we 
are tested professionally, and how we access services for personal development. This will eventually lay the 
groundwork for us to teach the next generation our skills and insights.

An important shift will be caused in human history with artificial intelligence and it will enable human 
civilisation to move forward as long as we can maintain its positive effects.

Anita Chauhan
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From the Desk of Chief Editor

Taking “human” out of human resources?
Progress in artificial intelligence (AI) technology is enabling HR professionals to leverage machine learning and 
algorithms to streamline their work processes, reduce their biases, and enhance the analysis and decision-
making. However, current limitations and vulnerabilities have given some organisations pause when it comes 
to adopting AI for additional use. AI tools are versatile and offer HR teams a number of applications, helping 
them complete many important functions in a faster, more thorough way than ever before. Here’s an overview 
of some of the ways HR teams are employing AI technology today.

Recruitment and talent acquisition: From job posting to sending job offers, AI has significantly reduced the time 
spent recruiting new employees by automating manual tasks.Aleksander Dolgov, co-founder and chief people 
officer of Skipp, has witnessed the power of AI in sourcing technical talent by automating repetitive tasks and 
providing valuable insights into employee performance and candidate outreach. Committed to AI for good, 
programmatic job advertising platform PandoLogic has most recently been exploring the potential of ChatGPT 
and generative AI to drive recruitment chatbots forward. It uses AI for job interview question generation.

Onboarding: AI can develop and automate onboarding new hires by verifying employee documents, conducting 
induction training, and handling administrative tasks like providing IDs and access to company hardware and 
software. Onboarding is an essential part of HR, and AI can make the process smoother and more personalised. 
AI-powered chatbots can guide new employees through the onboarding process, answering questions and 
providing information and prompts. This frees up HR staff to focus on more complex tasks. AI can also help 
to personalise the onboarding process by analysing data related to each employee, such as their skills and 
preferences, and tailoring their training accordingly. 

Employee monitoring: The best employee monitoring software is now incorporating AI to identify bottlenecks 
in worker productivity by keeping tabs on their online movements. This can help administrators easily manage 
large workforces without manually monitoring activity, instead providing them with notifications and alerts 
when AI detects anomalies or violations of company policy.AI can monitor employees’ performance, behaviour 
and engagement, providing HR teams with valuable insights. It can analyse employee data, such as emails, 
chats and work patterns, to detect signs of burnout, disengagement or even misconduct. This valuable insight 
can help HR teams to address issues before they become more alarming. AI-powered tools can also track 
employee productivity, providing data on how much time employees spend on specific tasks. This can help 
HR teams to optimise workflows and identify areas for improvement, commented Gem Siocon in one of her 
recent articles.

Learning and development: AI in learning and development can help create personalised training to suit each 
employee. Anjela Mangrum, founder of manufacturing recruitment agency Mangrum Career Solutions, sees 
significant possibilities of AI in maximising employee development. There’s a lot of potential for AI to customise 
employee training, creating data-based career paths for each individual instead of the traditional generic focus 
on helping employees gain in-demand business skills.

Internal mobility: Promotion and career development of employees are made easier by using AI tools to source 
talent from within the organisation.Matchmaking employees and departments isn’t always the easiest, so 
many employers tend to simply post a job ad instead of considering their current team members for vacant 
positions. AI can handle that task, saving lot of money in recruiting and training external talent.

The readers of IJTD are requested to go through the contents of the journal and help us in improving 
the usefulness of this publication by offering suggestions based on their critical review and constructive 
observations. The prospective contributors to this journal are advised to follow APA pattern (latest Edition) 
for presenting the references.

Dr. Upinder Dhar
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Research Papers

New Age Business with Skill and Management Education  
Technology: A Study of Agile Work Culture During New Normal
Durga Madhab Mahapatra* 
Sukanta Kumar Baral**

ABSTRACT

The epidemic has caused havoc on people’s relationships and workplaces all around the world. Business 
models are changing, and employees must pull up their socks and improve their skills to avoid being let 
off. Companies will employ graduates who are adaptable, tech-savvy and can solve problems creatively 
in the future. Many companies had to cancel summer internship initiatives due to the outbreak. This is 
also shifted to the online mode. The pandemic gave them opportunity to develop their entrepreneurial 
and risk-management skills, and building creative solutions to deal with the Pandemic. Ironically, as the 
Business world becomes more digitally-enhanced. Over the last two decades in the US, there has been 
a noteworthy value migration from physical to digital.
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INTRODUCTION

Today, multiple innovation platforms are evolving, 
such as artificial intelligence, genomic revolution, 
block chain, robotics, clean energy, space innovation, 
and electric vehicles, among others, and the 
global economy is undergoing the most significant 
technological transformation in history. We are living 
in a world where the pace of innovation is gathering 
unbelievable momentum. Technology-specific 
advancements are now the major breakthroughs 
in an increasingly digital society. According to 
Madhani & Chaware (2022), change is inevitable 

and it causes disruption on a major scale. To quote 
respected technologist and business leader Steven 
Sinofsky, “Disruption is a critical element of the 
evolution of technology – from the positive and 
negative aspects of disruption a typical pattern 
emerges, as new technologies come to the market 
and subsequently take hold.” In the same way, as 
these new-age internet-enabled companies scale up  
their operations rapidly, they are disrupting 
traditional companies with the fundamental manner 
in which businesses and consumers interact with 
each other.
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Table 1: Stated the different models of new Business

MODEL DESCRIPTION EXAMPLES

Feeds Social media news feeds, 
used as a medium for 
advertising

Facebook, Twitter

Market Places Social type of platforms 
which allow for buyers and 
sellers to interact

Amazon, Flipkart, India 
Mart, Zomato, Oyo, eBay

Portals Offer primary access to the 
internet (search, emails, 
news)

Google, Yahoo, Rediff, ADL

Platforms Software/hardware which 
allows for interaction of its 
users

iOS & Android (for app 
developers), Facebook (for 
networking), Instagram (for 
photos & videos), Naukri 
(for Employment), Nazara 
(for gaming)

Subscriptions Software/data delivered 
digitally, for which users 
need to pay a subscription 
fee.

Netflix, Bloomberg, 
Salesforce

(Source: Armaan Madhani & Shreya Chaware (2022). Investing 
in New-Age Businesses. Dalal Street Investment Journal, 37(4), 
20-24)

Disruption refers to a significant shift in an 
established industry or market, usually as a result 
of technical advancement. Disruption occurs by 
bringing in a technologically-enabled new product 
or service with better efficiency and cost that 
potentially changes the way the world works. New-
age companies are predominantly digital and focus 
on building an asset-light business from the get go. 
New-age companies concentrate their financial and 
human resources to self-generate intangible assets 
(e.g., software, technology platform) as compared 
to traditional businesses.  The Corporates like Paytm 
(` 18,300 crore), Zomato (` 9,375 crore), Nykaa  
(` 5,352 crore), PB Fintech (` 5,625 crore), Car Trade 
(` 2,998 crore), Fino Payments Bank (` 1,200 crore), 
Nazara Technologies (` 583 crore) and Easy Trip  
(` 510 crore) of IPOs of these new-age companies 
were received with open arms by investors across 
the board and saw ample oversubscription. Further, 
these new-age companies with fresh eyes, be 
cognizant of their unconventional business models 
and look beyond the accounting numbers to truly 
appreciate scalability, execution and corporate 
governance. (Madhani & Chaware, 2022)

Table 2: Stated the new-age Companies and their 
IPOs issue during 2021.

Company Listing 
Date 

Issue Size 
(₹Cr)

Oversubscription
(X)

Issue Price 
(₹Cr)

One 97 
Communications

18-11-21 18300 189 2150

PB Fintech 15-11-21 5625 16.59 980

Fino Payments 
Bank

12-11-21 1200.29 2.03 577

FSN E-Commerce 
Ventures

10-11-21 5351.92 81.78 1125

CarTrade Tech 20-08-21 2998.51 20.29 1618

Zomato 23-07-21 9375 38.25 76

Nazara 
Technologies

30-03-21 582.91 175.46 1101

Easy Trip Planners 19-03-21 510 159.33 187

(Source: Compiled by the Authors)

The Digital adoption accelerate across several sectors 
FinTech, Med Tech, Telehealth, EdTech, Clean-tech, 
Saas (Software as source), Micro Payments, Buy-now-
pay-latter, Neo Banks, Social Commerce, Automation 
across the board, Delivery Apps and Intelligent 
Supply Chains are few digital push during pandemic 
time. (Chandra, 2022) This has enabled technology 
giants such as Google, Amazon, Facebook, Netflix 
and Tencent to acquire the requisite competitive 
edge to thrive and flourish in highly competitive 
markets worldwide. New-age Indian companies are 
also following suit. For example, Paytm launched a 
QR-based smart phone payment in Canada called 
PayPay in a joint venture between Soft Bank and 
Yahoo Japan. Swiggy smoothly forayed into Latin 
America, which is one of the hottest emerging 
regions for technology adoption. Ola has launched 
its services in Australia, New Zealand and the 
UK. There are 44 companies listed on the Indian 
exchanges which are more than 100 years old, out 
of which only two companies – Tata Steel and ITC 
– have a market capitalisation of over ` 1 trillion. 
Juxtapose this with Paytm, Zomato and Nykaa  
which have only been in existence for 21, 11 and  
9 years, respectively, but have managed to debut 
on the bourses with a market capitalisation of over 
` 1 trillion. New-age companies have found success 
in exceptional high-speed growth in revenues. “India 
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has a population of 1.4 billion people with almost 
750 million 4G connections. However, the number 
of internet purchasers or transactors is just 120-150 
million. As digital payment use grows, this number is 
expected to climb to 300-500 million purchasers in the 
next 3-5 years. This expansion will have ramifications 
not only for new-age digital enterprises, but also for 
disrupted (old) businesses. It is possible that new-
age technology might see faster penetration in India 
(Madhani & Chaware, 2022).
AI has the potential to disrupt all sectors of the 
economy, including those traditionally assumed to 
be impervious to upheaval, such as healthcare and 
financial services. Within the AI field, the potential 
for exponential development exists. The introduction 
of 5G networks as a transformative breakthrough 
that enables quicker wireless internet access with 
increased bandwidth and less latency. Starlink, a 
satellite internet constellation maintained by SpaceX 
that provides connectivity to the majority of the 
globe, is already in operation. Block chain technology 
is being used to enhance smart payment systems, 
facilitate worldwide money transfers, protect 
financial transactions, improve transportation, 
modernise government agencies and organisations, 
and even identify serious illnesses. In the coming 
years, advancements in the Internet of Things (IoT), 
autonomous cars, augmented reality, virtual reality, 
and cloud computing’s quick growth due to the 
Corona virus epidemic are predicted to promote the 
use of block chain technology (Bhosale, 2022).

NEW TECHONOLOGIES AND STARTEGIC ROLE 
OF HR
The plight of the unorganised labour came into 
sharp focus in 2020 when a national lockdown 
imposed to stem the march of Corona virus 
pandemic. It also stepped-up work on four labour 
codes such as—(a) Code on Wages, (b) Industrial 
Relations Code, (c) Social Security Code and the  
(d) Occupational Safety, Health and Working 
Conditions Code to replace the 29 laws. The four 
labour codes are actually a combination of reformist 
and social security steps for boosting labour 
productivity. From the labour’s point of view, for 
instance, there will be a new national wage floor 
that will benefit workers, while informal and gig 
workers will get a social security net. (Joshi, 2022) 

The biggest predictor of achievement was Emotional 
Intelligence (EI). Only 20% of worst achievers have 
a high EI, while 90% of elite performers have a high 
EI. Although Daniel Goleman is widely regarded as 
the EI guru, Micheal Beldoch was the one who first 
raised the issue in 1964. Emotional intelligence is 
the capacity to recognise and control one’s own and 
others’ emotions. Emotional awareness, the capacity 
to harness emotions and apply them to activities 
like thinking and problem solving, and the ability to 
regulate emotions, which involves controlling one’s 
own emotions as well as managing the emotions of 
others, are the three sub-skills.
Advances in technology and innovation are changing 
the way organisations employ digital resources to 
improve their business operations. HR is perhaps 
the only business function where there has been a 
dramatic adoption of technological advancements 
over the recent past. Presently, companies are 
leveraging state-of-the-art HR technologies to 
hire and attract new talent, work towards the 
retention of employees as well as provide support 
in workplace administration and management. From 
soft skill management and payroll automation to AI 
in recruitment and using technology to improve 
physical and mental well-being, HR technology can 
have a significant impact on the different aspects of 
business operation. Adoption of such technologies 
not only increases productivity and speeds up 
communications but also reduces administrative 
burden and lowers costs for companies. With the 
advent of AI-based human resource management 
systems, the entire recruitment cycle is getting 
transformed. The time to fill important job positions 
by getting jobs posted, sourcing the ideal candidates, 
managing the interview process, and providing 
offers are significantly reduced with the help of 
HR tech innovations. Chabot’s also help lessen the 
time recruiters need to respond to applications and 
create a much more positive experience. Narasimhan 
(2020)—Technology is allowing HR professionals to 
focus on issues that require urgent attention. The 
right use of HR technology frees up the HR team 
from several manual and administrative tasks. As a 
result, they have more time to engage in revenue-
generating activities, like planning for the growing 
workforce and helping team managers to identify 
and retain good talent. (Vicky, 2021) 

New Age Business ...
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Table 3: Sectors that hired the most during 2019 to 
2021 (% change)

Sectors 2019 to 2020 2020 to 2021

Automotive –54 10

BFSI –31 27

Core and Energy –45 30

Engineering and Manufacturing –36 33

Internet Business –11 25

Others and diversified –62 32

Pharma & Healthcare –7 37

Software/hardware & IT –13 25

Retail –24 21

Logistics –13 29

Total –30 19

(Source: Wheebox in partnership with CII, TAGGD, AICTE, AIU 
and UNDP)

During the epidemic, there was a major movement 
in purchasing from offline to online retailers, 
necessitating a large number of people on the 
ground. As a result, there’s a compelling need to 
invest in the development and deployment of the 
next generation of entirely autonomous delivery 
vehicles, whether it’s long-haul trucks or last-
mile delivery vans. Uber Technologies Inc. has 
collaborated with Motional, a $4 billion self-driving 
vehicle joint venture between Hyundai and Aptiv, 
to deliver Uber Eats food orders using self-driving 
cars. In early 2022, the service will make its debut 
in Santa Monica, California. Amazon has begun 
using drones to deliver items, and it is also testing 
self-driving trucks on the road. In the automotive 
sector, there is also a big data revolution, in which 
autonomous vehicles may collect vast amounts 
of data on their passengers and surroundings, 
which can subsequently be utilised for a variety of 
purposes, such as providing personalised services. 
The AI-powered vehicle industry is projected to 
expand by 35% by 2026, thanks to the technological 
breakthroughs like Open AI’s DALL-E, a multimodal 
AI system that can generate images from text, the 
US Department of Homeland Security using AI to 
recognise masked faces, Tesla’s claim to build an AI 
humanoid that can perform repetitive tasks, IBM’s 
AI service to aid with climate change analysis, and 
DeepMind’s announcement of Player of Games, an 
AI that can perform both perfect information and 
perfect (like Poker) and Facebook’s introduction of 

Metaverse — a multi-modal virtual reality cosmos 
– is the most recent example. In 2022, this level of 
growth and breakthroughs in AI should undoubtedly 
be predicted. Here are some key trends of 2022 
(Biswas,2022).

Customer 
Management

Risk and Compliance 
Management

Sales and 
Marketing

Core 
Transactions

Active AI, 
Vunet, 
Artivatic, 
Signzy, 
Boyminds.ai

Algo analytics,
Black Swan 
Technologies, 
Credit Benchmark, 
Spin Analytics, 
Sharpfin

Lead squared, 
Aureus, 
Morph.ai

Kognetics, 
Arya.ai, 
Gnani.ai, 
Lending kart,

(Source: NASSCOM-EY report, Indian BFSI – Unlocking the 
Transformation Potential of AI)

In the early 2000s, the function of the HR 
department was to track employee records 
and check recruitments. But now, the role has 
transformed to be called HR manager or human 
capital manager whose main job is to acquire, retain 
and most importantly grow and hone talent, and 
provide great employee experiences. As their role 
has become strategic, HR personnel are becoming 
central to the business as companies have realised 
that they need to win the war for talent and then 
compete (Mukhapadhya, 2021).
In today’s war for talent, the human resource 
industry is required to think in terms of marketing. 
And in order to attract high quality talent, their 
battle plan has to include pre day one engagement. 
With less face-to-face interactions and abundant job 
opportunities, the need to deliver a personalised 
communication experience is paramount. 
Nowadays, the personal details given by a new 
hire to the company, like age, experience, skills and 
professional goals, can prove to be a gold mine that 
can be used to individualise experience. Based on 
that information, the company can decide to show 
how their robotics research and development team 
is structured and how the candidate’s skills as a 
computer vision programmer can lead him/her to 
that team in near future (Menon, 2021).

SKILL AND MANAGEMENT EDUCATION DURING 
NEW NORMAL

Many organisations’ survival in today’s era of digital 
technology is dependent on how they use cutting-
edge technologies to turn their workplaces into 
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augmented environments. However, in order for this 
shift to occur, organisations must make informed 
decisions and avoid the costly buy, not create talent 
strategy, which prioritises new hires above re-skilling 
or up-skilling existing employees. Skill development 
is not a one-time occurrence rather, it must be 
maintained on a continuous basis. If you want to build 
a company that is continually learning, expanding, 
and hitting its goals, you’ll need learning people that 
are eager to pick up new skills and keep up with the 
ever-changing business landscape. (Umarji, 2021) 
“Up-skilling” is a well-known term. With technology 
causing a seismic shift in the workplace and opening 
up new opportunities that can only be fully realised 
by a modernised workforce, there is an increasing 
need for students and employees to acquire new 
skills and abilities in order to compete in today’s 
employment environment. We have compiled a 
selection of courses that can help people enhance 
their skills and advance their careers. One of the 
specialised programmes offered by Intellipaat, 
one of India’s premier ed-tech companies, is the 
Cloud Architect Certification Program, which trains 
a person for Cloud and DevOps and includes real-
world projects in AWS, Azure, DevOps, Python, Java, 
Splunk, Linux, and more. The CAPSTONE Project 
is included in this programme, which contains  
11 courses and 26 industry-based projects.
Professionals in sales, marketing, advertising, 
and the training would be beneficial to those in 
communications who use social media, search 
engines, e-commerce, blogs, and landing sites to 
stimulate dialogue and actions. This comprehensive 
diploma programme in software development (Big 
Data) offered by UpGrad is meant for students 
interested in learning more about Big Data, its 
fundamental processes, and industrial applications. 
Big Data subjects like data warehousing, real-time 
processing, data processing, and Big Data analytics 
are covered in depth in this course. Students will also 
have the opportunity to experiment with a variety 
of technologies, including Java, Python, Spark, Kafka, 
and Hive. Seven case studies and assignments are 
included in the curriculum to help you enhance 
your real-world skills. As a career, teaching entails; 
Suraasa, a major ed-Tech and JobTech platform 
concentrating on teacher development in India, 
offers internationally recognised UK Level 6 Teaching 

Qualifications. A team of senior educators, cognitive 
scientists and data scientists produced the two 
qualifications—Professional Graduate Certificate 
in Teaching & Learning (PgCTL) and Diploma 
in Teaching—in partnership with thousands of 
teachers and industry experts. They believe in 
supporting teachers in building high-impact learning 
environments in their classrooms in order to help 
them enhance their careers. They provide teachers 
with 21st-century teaching techniques that are 
critical for engaging Gen Z and Gen Alpha pupils. On 
a national scale, there has been a significant push 
toward digitalisation through cross-sector upskilling. 
The fact that it required all support staff, including 
Admin, HR, Finance, Training and Development, 
and others, to become familiar with the new 
communication protocols and be able to effectively 
perform the organisation’s functions without any 
gap is what makes it an “unprecedented push 
toward digitalisation.” This sea of change was not 
any different for the health care professionals of the 
country (Shinde, 2021).

ARTIFICIAL INTELLIGENCE (AI), WORK FROM 
HOME (WFH) AND WORK LIFE BALANCE(WLB)

Our personal and professional life are both 
impacted by technology. AI makes working easier 
and faster, giving us more time to clear our heads. 
It is vital to strike a balance between personal 
and professional usage of technology. The barrier 
between personal and professional life blurs when 
people are forced to work from home. It’s vital to 
use AI to help employees find time for strategic 
work and to pursue their interests. The blending of 
work and family life is one of the most challenging 
parts of digitalisation. It is now possible to check 
e-mails while watching TV with the family. Taking 
business calls while watching a movie is once again 
the norm. Achieving the ideal work-life balance is a 
pipe dream for many individuals. Many people are 
experiencing the negative impacts of working long 
hours on their health, such as high blood pressure 
and diabetes. Anxiety and depression, both of which 
are stress-related illnesses, affect many professions. 
Wellness is becoming simpler to include into one’s 
everyday routine thanks to AI-based technologies. 
AI is increasingly being used to help people achieve 
a good work-life balance.

New Age Business ...
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AI may help restore work-life balance while improving 
productivity, as companies like Google enable the 
integration of e-mail, video conferencing, document 
collaboration, instant messaging, and so much more. 
Schedules may be readily adjusted and coordinated 
using these tools. Workers and supervisors are 
using AI-based applications to schedule meetings 
and do work on the fly. Making work easier; many 
AI-powered applications make labour more efficient 
by automating a range of dull and repetitive tasks. 
When a meeting is coming, automatic reminder 
programmes might notify you. These devices also 
serve as reminders to take medications, stroll, and 
take a rest. Employees may now work remotely 
thanks to AI and other solutions. Online and 
virtual meetings are made easier with tools like 
Google Hangouts and Zoom. Physical attendance 
at a meeting is no longer required, resulting in 
travel time and expense savings. Technology aids in 
achieving work-life balance by saving time. AI-based 
tools allow teams to communicate in a smooth and 
transparent manner. Employees may maintain their 
health and well-being with wellness applications. 
Technology can assist you in striking a good work-
life balance. Artificial intelligence (AI) may result in 
substantial networking, productivity, and attention 
when used correctly. (Upadhaya et al., 2021 & Das, 
2020)

NEW HR PRACTICES IN INDIA

Employee referrals are a type of internal recruiting 
that allows companies to find suitable applicants 
through their existing workers’ social networks. 
Existing workers are given the option to recommend 
friends, family members, and peers for open 
positions in the company. Employee referral 
programmes are becoming more popular since they 
are less expensive and provide both monetary and 
non-monetary rewards to employees. All workers at 
Motilal Oswal Financial Services Limited have access 
to the referral programme portal on the business 
intranet, which collects data and makes it available 
to recruiters. The program’s advantages extend 
to the business, its personnel, and the prospects 
who are suggested. Alongside managing a global 
workforce, there exists a need to retain talent.

SL Company Referral Programme

1 Mondelez India Using “I Refer”. It is a stranger sense of 
demonstrated pride in the company and the 
brands.

2 NIIT Technologies Using “Each one Get one” scheme. It is a tool 
to promote gender diversity by providing higher 
cash incentives for referring women candidates.

3 Ford Motor (P) Ltd The referral programme is one of the key 
channels of talent sourcing at Ford.

4 Infosys It has improved the usage of technology by 
defining monetary records for various work 
levels performed at different offshore (in INR) 
and overland (in USD) locations.

5 PWC India It provides the referee with cash when the 
recommendation has completed 90 days of 
service.

(Source: Sharma, Ritwik (2016). Avoiding referral programme 
landmines. The Strategist, Business Standard, 25th April, 4)

The talent gap is expected to expand in most 
industries and nations, particularly for highly skilled 
positions and the next generation of middle-level 
and senior executives. Predicting, gauging and 
evaluating the impact of HR initiatives on the 
workforce has become critical, as has aligning 
them with these new market realities and placing 
a greater focus on skill development. In the past, 
proponents of so-called efficient management 
saw the staff as a cost, urging business owners 
to minimise expenses by terminating employees 
during economic downturns. Entrepreneurs, on the 
other hand, focus on efficiency and consider their 
employees as a resource and a source of ideas 
and initiatives for progress and adaption in every 
situation. Motivated frontline personnel are closest 
to consumers and may bring back information, ideas 
and new initiatives to help the company respond 
more quickly to customer requirements and create 
desired customer experiences. This is the case 
whatever the state of the Fed manipulated economic 
cycle (Sabrin, 2021).

Table 4: Employee Engagement strategies of the 
leading corporates

Company Activity

Maruti Counseling parents on how to deal with stress in the lead 
up to their children’s board exams. In addition, children and 
parents attend computer training courses every Saturday.

ITC Hotels Investment bankers, healthy medicines and yoga specialists 
to lead seminars.

Linkedin Designated as bring in your Parents’ Day globally.
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Ericsson For the first time, India’s employees put their youngsters to 
work on Science and Technology Day.

HCL Week long engagement programmes with employees’ 
spouses and children.

Microsoft It organises app creation competitions in which parents and 
children create teams and compete. Take the initiative to 
bring your youngster to work.

Vodafone Has started “Early Wednesday” wherein employees have to 
vacate office early in midweek.

Employee Value Proposition (EVP) defines a 
company’s unique employee policies and the 
benefits it offers to its employees other than 
their remunerations, to present it as an attractive 
employer to perspective employees. When it comes 
to attracting and maintaining great personnel, a 
strong EVP is important. As part of its effort to 
recruit young, varied talent, Godrej Group has 
implemented EVP, which includes new rules for 
gender diversity, sick leave and health insurance, as 
well as the elimination of attendance records. From 
managing director down to the entry level, will have 
the same hospitalisation limit. The limit for internal 
company coverage on hospitalisation at Godrej is set 
at ` 6 Lakh. And also, the company will now take 
care of 50 per cent of the hospitalisation expenses 
beyond the limit. InMobi, located in Bengaluru, has 
established a bridge assessment programme that 
allows workers to try out different tasks inside the 
firm and learn new skills on a project basis. The 
mentor provides comments on their performance 
at the end of the task. Every alternate Friday, the 
online grocer Big-Basket hosts an insight session for 
backend staff such as delivery boys and warehouse 
employees, as part of its HR culture of providing 
employees with a 360-degree view of the company 
and ways to improve business. Attraction rates for 
backend staff such as delivery boys and warehouse 
employees are around 85 per cent per year. Droom, 
situated in Gurugram, focuses on “working hard and 
playing hard.” The company also offers a work from 
home policy (Bhattacharya, 2015 & Advani, 2015).

CONCLUSION

During this time span, new-age companies such as 
Amazon, Apple, Google, Facebook and Netflix have 
outperformed venerable traditional companies 
such as Walmart, Coca Cola and General Electric 
by a huge margin. The new-age companies have 

grown in India as one of the fastest growing nations 
when it comes to internet and smart phone usage. 
Also, initiatives by the Indian government such as 
Aadhaar, eKYC, Digilocker and Jan Dhan have all been 
clinical triggers for widespread financial inclusion 
and digitisation. The ingenious financial innovation 
of Unified Payment Interface (UPI), enabling peer-
to-peer interbank transfers at zero cost. All these 
have set up a conducive digital ecosystem, which 
will accelerate the growth of new-age businesses, 
making it easier for them to on-board new 
customers who have even been outside the reach of 
traditional enterprises in an instant. Thus, the New-
age businesses in India are enabled by favourable 
demographics, an excellent frictionless payment 
ecosystem and burgeoning internet penetration.
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An Integrated Approach for Effective Evaluation of Training Courses
A. G. S. Reddy*

ABSTRACT

It is imperative to evaluate the training courses for which various procedures are practised. Training 
courses were largely conducted with a set of objectives determined through Training Need Analysis (TNA). 
Evaluation of Training (EoT) courses are carried out to elucidate the achievement of training objectives 
and benefit of training to Client Organisation (CO). The Paper presents the prevailing EoT methods, their 
relevance in the current context and proposes a holistic evaluation methodology to assess the efficacy 
of training courses. Apart from discussing the concepts and principles of suggested EoT method a model 
is suggested to enable applicability of the suggested evaluation approach. Data generation, processing 
procedures and applicability in assessing the training functions at different levels are elaborated. 
Various EoT tool kits including EoT matrix, Stakeholder Analysis (SA) and Responsibility Mapping (RM) 
are used to gather and analyse the information for evaluating the training. The deficiencies in most of 
the trainings are noticed with regards to evaluation largely pertaining to P-2 cell of the EoT matrix. The 
study suggests applying various formative and summative assessment tools to ensure full achievement 
of the training objectives. These include pre-and post-training tests, Multiple Choice Questions (MCQs) 
tests. Independent hands-on tests in simulated work environment are advocated to facilitate transfer 
of learning. A numerical Trainee’s feedback pattern is presented for impartial evaluation of entire 
training activity. An assessment package designed in MS Excel is proposed for accurate and impartial 
assessment. It has few interlinked worksheets for entering the trainees’ response and obtaining total 
score of all the trainees for the tests conducted. It also exhibits the gain in level of Knowledge and Skill 
(K&S) and facilitates criteria based assessment. This package can be applied to ensure achievement of 
Training Objectives (TO) which, in turn, motivate trainees in enhancing their on-job performance.
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Return on Investment, Assessment, Skill Development, Performance, Validation, Transfer of Learning
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INTRODUCTION

Evaluation of training is crucial part of the training 
function. It is like a mirror showing the true picture 
of a training course, reflecting its strength, benefits 
and drawbacks. Precise and fair evaluation of training 
will be a value addition to Training Institute, though 
many regard it as additional work and unnecessary 

expenditure. EoT will ensure in achievement of 
training objectives and significant improvement 
in on-job performance through effective Transfer 
of Learning (ToL). It can be noticed that Client 
Organisation (CO) and Training Institutes (TI) in 
general give least importance to EoT in true sense 
but for collecting and compiling formal feedback. 
Though some TIs carry out various types of internal 
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validation and generate lots of information the data is 
neither compiled nor systematically analysed applying 
the EoT tools. Training evaluation is conducted by 
training institutions in unsystematic, informal, and 
ad hoc manner (Hashim, 2001). Ineffective use of 
information on Entry behaviour (EB) illustrates the 
poor state of affairs in training domain. 
In many training courses the EB was collected through 
oral interaction and is rarely used to customise the 
leaning process in the concurrence with EB. Even if 
it is used subsequent evaluation mechanism is not 
applied to prove that the learning and development 
has actually achieved uniformly to the mastery 
level. It can be found that many of the EoT tools 
are not applied as they are normally not engraved  
in the TNA or Training Design. Twitchell, et al., (2018) 
specified the poor compliance with training 
evaluation practices and lack of innovation noticeable 
in the domain over four decades. This situation has 
resulted in data vacuum hindering the evaluation of 
the training in terms of its total value and benefits 
accrued. Any authentic and accurate evaluation 
process needs continuous monitoring, measurement 
(data/information) and benchmarks (expectation). 
The data could be of immense help for EoT as it 
provides the basis for bridging the gap between 
the training effectiveness and efficiency. Sunita & 
Ajeya (2011) rightly pointed out that having a well-
structured measuring system in place can help one 
determine where the problem lies. 
Urbancová, et al. (2021) also emphasised the benefit 
to the individual can be assessed by a measurable 
degree of his knowledge, mastering a certain 
operation, etc. The trainings should provide scope for 
internal validation in the form of periodic assessments 
and external validation such as collecting information 
from Line Managers about the performance of the 
trainees after the completion of training at the work 
place to evaluate the cost-benefit ratio. On many 
occasions the information collected is insufficient to 
substantiate the achievement of training objectives 
(TO) and Return on Investment (RoI;  Kaye Alvarez  
et al., 2004). A workable EoT component needs to be 
incorporated in training design to effectively assess 
the training outcome. There is an imperative need 
to thoroughly evaluate the training process to prove 

the training objectives are achieved and aspirations 
of the client organisation (CO) are met by improved 
performance of the trainees. Contributors to effective 
EoT could be Training designer, Course Director (CD), 
Trainer, Trainee, Line manager, Top management of 
Client Organisation. The study by Shahrooz Farjad 
(2012) showed that the effectiveness evaluation in 
the subject centre needed to be improved through 
implementation of optimising training design, 
redefining training roles, providing enough budget, 
management commitment, attention to individual, 
job and organisational needs, motivation mechanism, 
use of ongoing and summative evaluation. 
The stakeholders of EoT vary for each training course 
based on the persons involved in the training function, 
thus stakeholder analysis necessary for each training 
course. The training function encompasses all learning 
activities aimed at improving the performance 
at workplace. The Kirkpatrick Model (2006), the 
most popular among training community, is widely 
used to define the training function boundary and 
understand its dynamic nature. EoT matrix based 
on the Kirkpatrick Model (1976 and 1996) can be 
applied to identify the areas which require attention 
for authentic evaluation of training course (Fig.1). 

EoT
Matrix

Learning
Processes

Proving
Learning &

Development

Improving
L&D

Interventions

Monitoring
Learning &

Development

Level 1
Reaction L-1 P-1 I-1 M-1

Level 2
Learning 
Outcomes

L-2 P-2 I-2 M-2

Level 3
Job 
Performance

L-3 P-3 I-3 M-3

Level 4
Results 
Achieved

L-4 P-4 I-4 M-4

Fig. 1: Evaluation of training matrix

It is prudent to evaluate training courses applying 
different EoT tools for putting all the training 
functions on continuous monitoring and improvement 
mechanism. Sunita & Ajeya (2011) stressed that “a 
key to obtaining consistent success with training 
programmes is to have a systematic approach to 
measurement and evaluation”.
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OBJECTIVE

•	 Improvise the EoT techniques to meet the training 
objectives underlined in TNA

•	 Application of tools to facilitate evaluation process
•	 Design of an evaluation model with an assessment 

package for effective evaluation of training

METHODS AND METHODOLOGY

The method and methodology adopted is to underpin 
the objectives of the Paper. The tools and techniques 
proposed in EoT module (TDP, DoPT) are extensively 
used. Some of the key tasks performed are—
•	 Explore the scope to fulfil the deficiencies using 

EoT Matrix
•	 Identify the stakeholder (SH) through SA
•	 Define SH role using RM in terms of R A S I
•	 Design an evaluation model and propose tools 
•	 Develop a ready-to-use assessment package

INFORMATION REQUIRED AND SOURCE

Information or data is the key to the successful 
accomplishment of any research. Identifying, 
locating, and procuring useful and valid information 
is one of the prime tasks of the EoT. If the required 
data is not available or procured during the training 
period, the total evaluation of training would not 
be possible. The data gaps need to be highlighted 
in the EoT Report so as to enable its generation 
in subsequent trainings. The information required 
along with options to obtain and suggestive format 
for collecting is presented in Table 1.

Table 1: Information required, source and format for 
evaluation of a training course.

Sl. No. Information required Information source Information Format

1. Basic details of the 
trainees

Registration & Self 
Introduction

Nomination/
Registration Forms

2. Entry Behaviour Interaction with 
trainees

do

3. Training Objectives, 
Course schedule

Course Module Course Module

4. Pre-training test Questions pattern and 
test results.

Format/Pattern 
provided

5. Formative Assessment do do

6. Summative Assessment do do

7. Post-training test do do

8. Feedback Written feedback 
and oral feedback in 
valedictory function

do

9. Internal validation in TI Assessments and 
Feedback

Summary results 
of Assessment and 
Feedback

10. External validation 
in CO

do Summary results 
of Assessment and 
Feedback

11. Evaluation of training 
by top management 
of TI

Output of Validation 
and Discussion with 
CO

Brief Report by 
Trainer/CD

12. Evaluation of training 
by top management 
of CO

Output of Validation 
and Discussion with TI

Brief Report by Line 
Manager/HR Manager

Though many options or tools are available for 
gathering information, it requires support and 
commitment from persons engaged with training. 
The tools and procedures that help in obtaining 
the required information are deliberated in the 
following paragraphs.

TOOLS AND PROCESS OF EoT 

The EoT tools which can be applied to develop effective 
EoT methodology to facilitate total evaluation of 
trainings are EoT matrix, SA and RM. EoT matrix is the 
prime tool in evaluation of training. It encompasses the 
whole gamut of training functions. Through the precise 
use of the matrix, various issues can be identified, 
which will lead to the recognition of stakeholders. 
SA would help the evaluator in categorising the 
persons who can or may not contribute to EoT. After 
identifying the contributors to EoT their responsibility 
can be defined. These sequential steps will lead to 
designing a feasible evaluation method for total value 
assessment of training.

EoT MATRIX

One of the tools widely used is EoT matrix proposed 
by Hamblin (1974), Smith (1994) and Kirkpatrick 
(1996, 2006). The matrix can be effectively applied 
to make decisions about EoT. The efficacy of the 
model is exalted for its ability to provide descriptive 
or evaluative information about the kind of training 
that are needed, thus allows practical approach for 
the typically complex evaluation process (Bates, 
2004; Michael 2021). It will enable to discuss EoT 
requirements with stakeholders and negotiate an 
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evaluation method suitable to their needs. The 
models enable to evaluate the purposes (P) for 
evaluation and the levels (L) at which this can be 
done. Application of matrix helps to devise suitable 
systems for carrying out EoT. A tested model can 
benefit the professional trainers in evaluation of a 
training course. The EoT matrix provides an overall 
framework within which a variety of evaluation 
activities can be planned. Each of these is likely to 
be based on a selection of cells within the matrix—
reflecting the purpose of the evaluation and the 
level at which information is required. It provides 
the basis for decision-making.
A variety of ‘tools’ can be used with cells in the 
EoT matrix. Some tools will be more useful for 
certain purposes but not necessarily at all levels. 
Therefore, when planning an EoT it is pertinent 
to identify appropriate cell/cells and accordingly 
select suitable tools. Evaluation needs indicators 
(data/information) and which can be obtained by 
using appropriate tools, procedures during entire 
training functions engaging all stakeholders. Among 
many activities of training learning event is crucial 
which ensures impart K&S to achieve TO, hence, it 
is prudent to evaluation this part of the training. A 
three-pronged strategy can be applied at different 
stages to monitor and measure the training activity 
and its efficacy.  They are Assessment, Validation 
and Evaluation each one contains sub-strategies 
and are necessary in obtaining required inputs for 
grading various training functions. Assessment and 
validation tools provide data for the evaluation 
(Sunita and Ajeya 2011). The appraisal protocols 
and process is deliberated the following paragraphs.

Assessment

Assessment is used to measure the outcome of 
learning. It is conducted in different forms in each 
learning unit and numerical data displaying the 
extent of leaning by each trainee can be obtained. 
Jennie Tookoian (2018) pointed out assessments 
help to gauge the strengths and weaknesses of 
each student so one can adjust and guide student 
learning accordingly (https://edulastic.com). To 
gauge the cognitive skill achievement written or 
oral tests can be helpful whereas for soft skills or 
reproductive tasks demonstrative exercises can be 

used. Intermittent assessment pattern was adopted 
by Zrenjanin (2014) in training evaluation report 
prepared for EU trough the Bulgaria – Serbia IPA 
Cross-border Programme. Wang (2006) emphasised 
the importance of summative evaluation at the last 
phase of training program. Assessment constitutes 
baseline for evaluation, it encompasses....
	(a)	 Diagnostic Assessment—pre-training review 

of trainees’ aptitude and current level of K&S 
on the topics/tasks proposed in the training. 
Aliya Mohammed (2018) in his research on 
the evaluation of training and development 
of employees stressed that pre-training 
interventions and activities were the strongest 
factor contributing to expectations of the 
training environment, as well as to expectations 
of trainer performance and behaviour.

	(b)	 Formative Assessment—carried out during 
training, ensures learning by modifying 
methods.

	(c)	 Interim Assessment—undertaken at the end of 
each LU to ensure LO is achieved.

	(d)	 Summative Assessment—carried out at the 
concluding stage of training to make sure TO is 
accomplished. It can be of two types— 

	 i.	 Normative—This is norm referenced test, 
offer rank order to trainees, it promotes 
competition among trainees that may 
encourage active learning.

	 ii.	 Criteria based—It is referenced to certain 
set standard, expectation or goals (e.g., 
qualifying score or marks).

Feedback

Appraisal of each component of training functions 
by the trainees comprises an important input for 
training evaluation. Trainee’s option normally 
gathered in the form of written feedback or using 
computer is compiled and overall grading of the 
training is obtained. The assessment points in the 
feedback generally are related to execution part 
of the training as well as facilities rather than 
the achievement of TO and leaning by trainees. 
The information obtained from the feedback is 
seldom considered seriously but is routinely filed 

As Integrated Approach...
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as formality on the premise that trainees do not give 
honest feedback. Trainees also feel feedbacks are 
superfluous and their suggestions are not valued. 
Specific and digital information pertaining to key 
issues/operations of the training will be valuable 
input for enhancing the training process (Ahire et al., 
2020). To encourage honest feedback, assessment 
has to be in numerical form and limited to few very 
important points mostly relevant to learning and 
development from trainee’s point of view. Eseryel 
(2002) stressed need for expediting the performance 
of evaluations and expanding the range and precision 
of data collection using automated systems. Online 
feedback can be gathered on two occasions from 
valuable stake holders as below, it would be a value 
addition to training evaluation. 
	(a)	 Feedback from the trainees soon after training 

in TI
	(b)	 Feedback from the Line Manager after three 

months of completion of training in CO

Validation 

Validation provides indicators to substantiate 
whether the trainees have achieved the knowledge 
and skills training was intended to provide, 
and entire training course is designed correctly 
(Kenneth v. Oster, https://smallbusiness.chron.
com/). Validation involves inspection of assessment 
data/information, for its gentility, reliability and 
authenticity.  The validated results are used to ensure 
set goals of the training are achieved. Two types of 
validation procedures are followed to estimate the 
effectiveness of the training course. 
	(a)	 Internal Validation—Checks to what extent the 

TO is achieved. It is done by TI.
	(b)	 External Validation—Verifies level of 

improvement in job performance by trainees. 
It is done at CO.

Evaluation

It is an appraisal of entire training course using 
concise data and inferences obtained from 
Assessment and Validation with reverence to cost-
benefit and final outcome. It is a post-training and 
long-drawn process done by both TI and CO to 

assess effectiveness of training and performance of 
trainees as well as worthiness of training in social 
and economic terms. There will be two-dimensional 
flow of information TI and CO and vice versa to 
facilitate apt assessment of entire training process.     

Stakeholder Analysis

The stakeholder analysis (SA) would help in directly 
linking the each task/tool of training functions to 
concerned stakeholder and their likely response to 
the task. Eseryel (2002) emphasised importance 
of stakeholder as “evaluation activities in training 
situations involve multiple goals associated with 
multiple levels, evaluation should perhaps be 
viewed as a collaborative activity between training 
designers, training managers, trainers, floor 
managers, and possibly others”. In this regard 
stakeholder analysis would provide the lead and 
pathway in implementation of proposed EoT tools 
in the trainings courses. The internal stakeholders 
belong to TI whereas the external stakeholders 
include personnel of CO (Table 2). 

Table 2: Stakeholder Analysis (An example).
Stakeholders

Internal External
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1. Diagnostic Assessment: EB, 
PrTET

+ + + + 0 0 0 0 0

2. Interim & Formative 
Assessment: OTQ, IRQs, MCOT, 
Group & Individual Exercises.

0 + + + ? 0 0 + 0

3. Summative Assessment 
(Normative): Each Trainee Test

+ + + 0 – – + ?

4. Summative Assessment (Criteria 
based) - Hands-on test, PsTET

+ + + – 0 0 0 + 0

5. Feedback: Questions with 
Options

0 + 0 + + 0 ? 0 ?

6. Internal Validation by TI: 
Training Report

0 + + 0 + 0 0 0 0

7. External Validation by CO: 
Performance Report

0 0 0 ? 0 0 + + ?

8. Evaluation by TI & CO: 
Evaluation Report/RoI

+ + 0 0 ? + + 0 –

Key: + Supportive; - Oppose; 0 Neutral; ? Uncertainty
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Responsibility Mapping 

The key tasks lead to short-listing of stakeholders 
responsibility. The SA portrays the attitude of the 
concerned persons towards proposed EoT initiative. 
The Responsibility Mapping (RM) specifically 
identifies the role each or group of stakeholders 
as – who is Responsible (R), who will Approve (A) 
or Support (S) the initiative, who can provide the 
Information (I). Based on authority, delegation 
of powers, scope of work, financial powers, etc. 
suitable action shall be initiated by prioritising the 
tasks by each actor. Based on the inputs from top 
management, job charts and discussions in TI and 
CO the RM is worked out to link proposed actions, 
in terms of R A S I, to concerned stakeholder for 
successful implementation of EoT (Table 3). 

Table 3: Responsibility Mapping Chart  
(R A S I; an example).

Responsibility Mapping

Actors

Task 
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1. Nomination & Registration I R S S I S S

2. EB A R S S S I

3. PrTET A S R S S I I

4. IRQs I S R S

5. MCQ I S R S S S

6. Slip Test A S R S S S

7. G Exercises I S R S S

8. Each Trainee Test I S R S S A I R S

9. Hands on test A S R S S A I S S

10. PsTET A R S S S I I S

11. FB (CEQ) I R I S S

12. Training Report I R S S

13. Performance Report I R S S

14. Evaluation by TI R S S I

15. Evaluation by CO I R S S

Note: Actors who do not have any role in certain actions are left blank.

EVALUATION MODEL

A comprehensive evaluation model encompassing 
all training functions is proposed for effective 
appraisal of training courses. It integrates various 
assessment tools/components as well as facilitates 
multidimensional flow of information and analysis. 
The model suggests a simple data generation 
process for all activities involved even before 
beginning and much after end of the training 
event. Evaluation is usually not considered as part 
of training; many key players may not encourage or 
cooperate. To offset or minimise such resistances 
the model identifies gray area for focused attention. 
It is an interactive and dynamic and action-oriented 
model. Its implementation would facilitate end-to- 
end evaluation of training course. The proposed 
evaluation model together with action plan is 
presented in Table 4.

As Integrated Approach...

Table 4: EoT model along with action plan.
Sl. No. Key Issues Related issues Action Location Consequences/Risks Result/Outcome

1.
Improving RF/EB

Re-design to suite 
demands of EoT

Revise R F. Prepare brief 
questioner for EB.

In Training Hall Trainees could be 
embarrassed or offended

Information on KSA of 
trainees. Re-orient the LP to 
suite the EB

2.

Formative 
Assessment

Pr-training evaluation 
test

Set test paper (~20 questions) 
in context TO

In Training Hall Trainees my feel discomfort. Re-orient the LP if required.

3. Oral test (IRQ/OQAS) Design questions (~5 Nos) as 
per LO (each day 5 min.)

In Training Hall, Lab 
and SWE

Additional work for Trainer Prove extent of LO achieved/
Re-orient the LP if required.

4. LU tests (one for each 
LU)

Set test paper (~20 questions) 
in context of LO

In Training Hall do do

5. Individual/ Group 
Exercises

Design viable exercises as 
per LOs

do Additional work for Trainer Prove extent of skill 
enhancement

6. Summative 
Assessment  
(i) Normative

Individual Hands-on 
Exercises. Encourage 
competition

Create facility for performing 
tasks as per TO

SWE Additional work for Trainer. 
Trainees may enjoy

Demonstrates K&S 
development

7.
(ii) Criteria 
based

Post-training 
evaluation test with 
qualifying marks of 
70%

Use few pre-training 
evaluation test questions and 
as per TO

In Training Hall Trainees may feel exhausted. Confirm extent of K&S 
improvement achieved in 
comparison with EB and that 
of TNA
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8. Feedback Written & Oral Emphasise on seeking fair and 
frank opinion of trainees on 
total training function.

In Training Hall at 
the end of training 
& during Valedictory 
function

Trainees may try to be 
unbiased

Proves overall benefits 
received by Trainees, TI or 
shows shortfall (if any) in 
training design and execution.

9. Internal 
Validation (IV)

Analysis of data/
information from 
different activities, 
assessments and 
feedback

Plan for improvements / 
standardisation in line with 
IV output

TI Trainer may feel offended Director, TI may feel satisfied.

10. External 
Validation (EV)

Inputs from Line 
manager/Manager

Make provision for 
improvements / 
standardization ToL in 
collaboration with CO

CO Trainees may feel elated CO may feel satisfied

11. Evaluation Summarized 
information from 
Trainer as well as 
Manager

Review the information and 
make judgement on quality of 
training and RoI

Directors of TI and CO Expectation could be high 
by CO

Based on the final outcome 
TI and CO could be happy 
for successful execution of 
training and RoI

collection and analysis of feedback by trainees. A 
criteria-based assessment is provided to final score 
to highlight the under-performing trainees. Similarly, 
the final output of feedback would indicate efficiency 
of the training process.    
•	 Assessment pattern (Supplemental Material 1) 
•	 Guidelines for use of Assessment Package 

(Supplemental Material 2)
•	 Marks sheet for Pr-TET and Ps-TET (Supplemental 

Material 3 and 10 respectively)
•	 Marks sheet for test of each LU ( LUT1 to LUT4; 

Supplemental Material 4 to 7)
•	 Marks sheet for Hands-on Lab/Class Test 

(Demonstrative; Supplemental Material 8)
•	 Marks sheet for Hands-on SWE Test (Demonstrative; 

Supplemental Material 9)
•	 Score card for Trainees Assessment Tests with 

criteria (Supplemental Material 11)
•	 Feedback on Training course by Each Trainees 

(Supplemental Material 12 and13)
•	 Analysis of Feedback by Trainees (Supplemental 

Material 14).

Inbuilt Review system

EoT is a dynamic process, taking the inputs from 
it the trainer should strive to regularly improve or 
alter the delivery methods to enhance K&S among 
trainees to the desired level. Top management 
of TI, Client organisation has to monitor/review 
the ongoing process of EoT. Based on the threats, 
consequences, risks listed in the Table 4, some 
resistance from trainees and trainers can be 
anticipated due frequent testing procedure. The 

ASSESSMENT PACKAGE

In the suggested evaluation model assessment is the 
key component that provides data inputs to prove 
learning or need for improvement. Assessment and 
validation required to be incorporated in training 
courses to ascertain the leaning has occurred and 
training was effective. An assessment package 
along with action plan is proposed to propel 
the evaluation cycle. This is an indicative and 
demonstrative package, can be modified to suite 
different trainings. It is designed using MS Excel 
worksheet and numerical appraisal is encouraged to 
avoid scope for human judgement. Performance of 
each trainee and faculty/trainer can be continuously 
accessed and monitored by all the key stakeholders, 
which would help in improving not only the ongoing 
training but form basis for betterment of all future 
trainings. 
Flow of information from this package provides an 
opportunity for internal and external validation. The 
assessments should be viewed as stepping stones 
for improvement of the training function rather 
than as progress report of trainees. Onus is on CD, 
trainer and TI to achieve the best possible results by 
effectively utilising outcome from the package and 
available resources. A suggestive assessment pattern 
detailing types of questions, marks, duration and 
day for each test etc., are provided in Supplemental 
Material 1. Guidelines for use of assessment package 
mentioned in Supplemental Material 2 would 
facilitate its use. The package contains ready-to-use 
Excel worksheets for test evaluation, entry of marks/
data and score card (Supplemental Material 3 to 11). 
It also includes suggestive worksheets (formats) for 
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training may be enjoyable but enforcing tests could 
lead to disinterest and aversion among trainees and 
to some extent the trainer. To offset this negative 
impact and to reinforce confidence among key 
stakeholders provision for changes is provided in 
the form of inbuilt review system. The information 
and database about the training course will provide 
opportunity for regular review and revision. The 
review process undergoes in training institute during 
and after the training, the key players will be all 
those associated with training. The inbuilt review 
cycle could be as in Fig. 2.

Trainer  Course Director  Director  Training Designer

TNA Consultant

Fig. 2: Review Procedure in Training Institute

CONCLUSION

It can be observed that the EoT component is not 
applied to the extent required by many TIs as it 
requires extra efforts and resources to generate 
required information. In order to encourage the TIs 
in using EoT a simple and viable model is proposed 
after considering the functional boundaries as 
well as available facilities. The model ensures 
multidimensional evolution of a training course from 
conceptualisation to conclusion. The methodology 
adopted includes primary and secondary data 
generation through application of various EoT tools. 
Data inputs could be used to ensure achievement of 
TO and successful implementation of ToL. The tools 
provide data and information that is measurable 
and visible among key stakeholders. It establishes 
level of learning and development attained.
Andragogy principles may be followed in assessing 
the trainees. The formative assessment results/
information have to be used for altering/modifying/
improving the learning process based on the 
indicators obtained with respect to objectives defined 
in TNA. Similarly, based on outcome of summative 
assessment (if necessary) remedial training may be 
offered to under performers. Inferences from internal 
validation can be used to tune up (if required) 
the design and delivery components of trainings 
functions. Pointers from external validation can be 
applied in precise identification of performance 

gaps (If any) and causes thereof despite providing 
training. Evaluation of total training process both by 
TI and CO using summarised inputs would reflect 
the degree of efficiency of TI and net benefit accrue 
by CO from the training. The proposed integrated 
evaluation model assures effective and efficient 
training process which results in enhancement of 
on job performance by trainees. It also provides 
ample scope for improvement and standardisation 
of training functions.
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Supplemental Material 1
Assessment pattern with type of questions, marks, duration and day for each test

Type of test Type of questions
No of 

questions

Maximum 
marks for each 

Question

Total maximum 
marks for set of 

questions

Total maximum 
marks for each 

Test
Total marks of 

test

Duration of 
each test 

(min)
Time & Day 

of test

PrTET and PsTET

MCQ (with four choice 
answers)

5 5 25

30
PrTET -  

11 am/1; PsTET 
- 3 pm/10

True/False 5 5 25

One word answers 5 5 25

One line answers 5 5 25

Nos. of Tests 2 100 200

LUT1 to LUT4

One word answers 8 2.5 20

20

10 am/2;  
10 am/4; 
10 am/6: 
10 am/8

Match the following 4 2.5 10

One line answers 4 2.5 10

MCQ (with four choice 
answers)

4 2.5 10

Nos. of Tests 4 50 200

Hands-on Lab/
Class Test 

(Demonstrative)

Subtask-(w r t LU1) Activity 1 25 25

60 4 pm/7

Subtask-(w r t LU2) Activity 2 25 25

Subtask-(w r t LU3) Activity 3 25 25

Subtask-(w r t LU4) Activity 4 25 25

Nos. of Tests 1 100 100

Hands-on 
SWE Test 

(Demonstrative)

Subtask-(w r t LU1) Activity 1 20 20

60 2 pm/9

Subtask-(w r t LU2) Activity 2 20 20

Subtask-(w r t LU3) Activity 3 20 20

Subtask-(w r t LU4) Activity 4 20 20

Final output (w r t TO) Activity 5 20 20

Nos. of Tests 1 100 100

Grand Total 600 260

Supplemental Material 2
Guidelines for use of Assessment Package

PRTET AND PSTET

	 1.	 Prepare Questions and Key as per the pattern mentioned in Supplemental Material 10a.
	 2.	 Enter the Key in Cell C4 (Column C form Row 6) of Marks sheet for each test -PrTET (Supplemental 

Material 10a) against the each question.
	 3.	 Enter the Trainee ID from cell D6 (Column D form Row 6, till as many trainees) of Marks sheet for 

each test -PrTET (Supplemental Material 10a).
	 4.	 After conducting the PrTET test enter the Trainee’s response (alphabet) against each question till  

row 23 or to cover all the questions of all the trainees.
	 5.	 As the Key is linked to trainees response cell the score will be automatically recoded in Cell M6  

(Column M form Row 6) for that particular question.
	 6.	 After entering the response of all the trainees for all the questions the total score for each trainee 

will be generated automatically in row 26 from cell E26.
	 7.	 If the score is less than 70% it will be highlighted in red to alert the trainer to initiate corrective 

measures.
	 8.	 Follow same procedure for PsTET by creating/using separate Marks sheet (Supplemental Material 10h).

As Integrated Approach...
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LUT 1 TO LUT 4

	 9.	 Follow same procedure from step 1 to 7 for LUT 1 to LUT 4

	10.	 Care has to be taken in entering the Key as the pattern of questions is different.

	11.	 One Marks sheet for each test may be used

	12.	 Please note that formative assessment can be conducted in different pattern for each LU based on 
the LO. They can be Group Exercises. Individual Exercises, Demonstrative Exercises etc. For which 
assessment can be made by awarding marks in numerical form which can be directly entered in the 
marks sheet.

	13.	 Only one model marks sheet is prepared for LUT, more can be duplicated depending on the number 
of tests to be conducted.

FIELD/CLASS AND SWE TEST

	14.	 These tests can be conducted by coining task based assignments in three to five steps as mentioned 
in Supplemental Material 9.

	15.	 Marks can be awarded for each trainee in Row 6 to 9 of Column D, E, F of Supplemental Material 10f 
directly based on the performance of each trainee.

	16.	 A separate marks sheet can be prepared for Hands-on Lab/Class Test (Demonstrative) and SWE Hands-
on SWE Test (Demonstrative) Tests or enter score in Score card directly.

	17.	 The marks sheets of PrTET, PsTET and LUT 1 to 4 and Hands-on Tets are liked to Score card. Same can 
be done for other marks sheet created based on the need and number of tests conducted by making 
a copy of marks sheet provided using Excel Work sheet.

SCORE CARD

	18.	 Since the marks sheets are linked to Score card the marks scored by each trainee will automatically 
filled in Score card and total score will reflected.

	19.	 As criteria is functioned-in, the trainees who score <700/1000 will be highlighted in red.

	20.	 Score card displays the assessment results of each trainee for each test conducted and also a cumulative 
score. It is an at glance score board for entire training.

	21.	 Criteria can be also fixed for each LU test to high light the weak areas where the Trainer can focus.

	22.	 K&S gained by trainees on particular theme/subtask can be ascertained from the numerical value of 
Total Score for Question (last column M; cell M6) of marks sheet of each test. Low score for a particular 
Question/subtask indicates Trainee is unable to understand/learn the K&S.

Each Trainee Feedback form

	23.	 Enter the trainee ID in merged Cells 3C:L

	24.	 Individual trainee can enter his/her response (any one numerical value between 10 and 1) asked for 
each point for assessment listed in Column B & Rows 7 to 31 in respective Rows of Columns C to L.

	25.	 Overall score will be recorded in Colum M and Cell M32 will reflect the trainee’s assessment of entire 
training course.
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	26.	 Each trainee assessment sheet is linked to Feedback analysis sheet. The consolidated responses of each 
trainee will be recorded in it and general statistics of trainees evaluation will generated. It provides 
the overall score (mean of all numerical responses of all trainees) for the training course.

	27.	 The summarised digital information of Assessments and Feedback will provide ample opportunity for 
improving or standardising the training functions.

	28.	 A unbiased statement on objectives achieved and capability of showing improvement in on on-job 
performance can be assessed and proved.

Supplemental Material 10 a
Marks sheet for PrTET

Trainee ID

SE1 SE2 ER1 ER2

Type of 
Questions

Question 
No. Key T C Marks T C Marks T C Marks T C Marks

Total 
Score for 
Question

MCQ

1 B b 1 a 0 b 1 1 0 3

2 A 0

3 C 0

4 A 0

5 D 0

T/F

6 T 0

7 F 0

8 F 0

9 T 0

10 F 0

One word 
answer

11 C 0

12 C 0

13 W 0

14 C 0

15 W 0

One line 
answer

16 C 0

17 C 0

18 W 0

19 C 0

20 W 0

Total score of each trainee 1 0 1 1 3

TC: Trainee choice

Supplemental Material 10 b
Marks sheet for LUT1

Trainee ID

SE1 SE2 E R 3 E R 4

Type of 
Questions

Question 
No. Key T C* Marks T C Marks T C Marks T C Marks

Total 
Score for 
Question

One word 
answer

1 T t 1 f 0 f 0 t 1 0 2

2 F 0

3 F 0

4 T 0

5 T 0

6 F 0

7 F 0

8 T 0

As Integrated Approach...
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Match the 
answers

9 C 0

10 F 0

11 C 0

12 C 0

One line 
answer

13 W 0

14 C 0

15 W 0

16 C 0

MCQ

17 B 0

18 A 0

19 C 0

20 A 0

Total score of each trainee 1 0 0 1 2

TC: Trainee choice

Supplemental Material 10 c
Marks sheet for LUT2

Trainee ID

SE1 SE2 E R 3 E R 4

Type of 
Questions

Question 
No. Key T C* Marks T C Marks T C Marks T C Marks

Total 
Score for 
Question

One word 
answer

1 T t 1 f 0 f 0 t 1 0 2

2 F 0

3 F 0

4 T 0

5 T 0

6 F 0

7 F 0

8 T 0

Match the 
answers

9 C 0

10 F 0

11 C 0

12 C 0

One line 
answer

13 W 0

14 C 0

15 W 0

16 C 0

MCQ

17 B 0

18 A 0

19 C 0

20 A 0

Total score of each trainee 1 0 0 1 2

TC: Trainee choice
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Supplemental Material 10 d
Marks sheet for LUT3

Trainee ID

SE1 SE2 E R 3 E R 4

Type of 
Questions

Question 
No. Key T C* Marks T C Marks T C Marks T C Marks

Total 
Score for 
Question

One word 
answer

1 T t 1 f 0 f 0 t 1 0 2

2 F 0

3 F 0

4 T 0

5 T 0

6 F 0

7 F 0

8 T 0

Match the 
answers

9 C 0

10 F 0

11 C 0

12 C 0

One line 
answer

13 W 0

14 C 0

15 W 0

16 C 0

MCQ

17 B 0

18 A 0

19 C 0

20 A 0

Total score of each trainee 1 0 0 1 2

TC: Trainee choice

Supplemental Material 10 e
Marks sheet for LUT4

Trainee ID

SE1 SE2 E R 3 E R 4

Type of 
Questions

Question 
No. Key T C* Marks T C Marks T C Marks T C Marks

Total 
Score for 
Question

One word 
answer

1 T t 1 f 0 f 0 t 1 0 2

2 F 0

3 F 0

4 T 0

5 T 0

6 F 0

7 F 0

8 T 0

Match the 
answers

9 C 0

10 F 0

11 C 0

12 C 0

One line 
answer

13 W 0

14 C 0

15 W 0

16 C 0
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MCQ

17 B 0

18 A 0

19 C 0

20 A 0

Total score of each trainee 1 0 0 1 2

TC: Trainee choice

Supplemental Material 10 f
Hands-on Lab/ClassTest (Demonstrative)

Type of 
Subtask Activity

Trainee ID
Total 

Score for 
Question

SE 1 SE 2 E R 3 E R 4

Marks Secured

Subtask- 
(w r t LU1) Activity 1 15 15

Subtask- 
(w r t LU2) Activity 2 25 25

Subtask- 
(w r t LU3) Activity 3 20 20

Subtask- 
(w r t LU4) Activity 4 10 10

Total score of each 
trainee for all Activities 70 0 0 70

Marking pattern for Activity

Trainees Perfomance Excellent Very Good Good Average Poor

Marks 25 20 15 10 5

Supplemental Material 10 g
Hands-on SWE Test (Demonstrative)

Type of 
Subtask Activity

Trainee ID
Total 

Score for 
Question

SE 1 SE 2 E R 3 E R 4

Marks Secured

Subtask- 
(w r t LU1) Activity 1 15 15

Subtask- 
(w r t LU2) Activity 2 3 3

Subtask- 
(w r t LU3) Activity 3 20 20

Subtask- 
(w r t LU4) Activity 4 10 10

Final 
output  

(w r t TO)
Activity 5

Total score of each 
trainee for all Activities 48 0 0 48

Marking pattern for Activity

Trainees Perfomance Excellent Very Good Good Average Poor

Maks 20 15 10 5 3
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Supplemental Material 10 h
Marks sheet for PsTET

Trainee ID

SE1 SE2 E R 3 E R 4

Type of 
Questions

Question 
No. Key T C* Marks T C Marks T C Marks T C Marks

Total 
Score for 
Question

MCQ

1 B t 1 f 0 f 0 t 1 0 3

2 A 0

3 C 0

4 A 0

5 D 0

T/F

6 T 0

7 F 0

8 F 0

9 T 0

10 F 0

One word 
answer

11 C 0

12 C 0

13 W 0

14 C 0

15 W 0

One line 
answer

16 C 0

17 C 0

18 W 0

19 C 0

20 W 0

Total score of each trainee 1 0 1 1 3

TC: Trainee choice

Supplemental Material 10 i
Score card for Trainees Assessment Tests

Trainee ID Type of test Grand 
Total

Level of 
improvement

PrTET LUT 1 LUT 2 LUT 3 LUT 4 Hands-on 
Lab/ClassTest 

(Demonstrative)

Hands-on 
SWE Test 

(Demonstrative)

PsTET PsTET-PrTET

SE 1 1 1 1 1 1 70 48 1 124 0

SE 2

ER 3

ER 4

SWR 5

As Integrated Approach...
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Supplemental Material 8 a
Feedback on Training course by Each Trainees (an example)

Trainees ID SE 1

Trainee’s assessment

Sl. No. Points for assessment Excellent Very Good Good Average Poor Overall 
score

10 9 8 7 6 5 4 3 2 1

1. Organisation of Programme 9 9

2. Daily Lectures schedule 3 3

3. Frequency of Exercises/ tests/ 
Evaluations

5 5

4. Contents and tasks of Exercises/
Project

5 5

5. Opportunities for Questions/ 
Discussions

7 7

6. Individual attention by faculty 2 2

7. Training Kit and Supplementary 
Material

6

8. Class Room 7 6 7

9. Accommodation 4 4

10. Boarding 8 8

11. General Assistance 6 6

12. Course Design 7 7

13. Course Content 4 4

14. Course Materials 6 6

15. Field /Site/Lab visit 5 5

16. Work environment (WE) 3 3

17. Demonstration in (WR) 4 4

18. Faculty/Trainer-1 8 8

19. Faculty/Trainer-2 7 7

20. Faculty/Trainer-3 3 3

21. Faculty/Trainer-4 7 7

22. LO 1 Achievement 8 8

23. LO 2 Achievement 7 7

24. LO 3 Achievement 9 9

25. TO Achievement 5 5

Average 5.80
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Supplemental Material 8 b
Feedback on Training course by Each Trainees (an example)

Trainees ID SE 1

Trainee’s assessment

Sl. No. Points for assessment Excellent Very Good Good Average Poor FB 
score

10 9 8 7 6 5 4 3 2 1

1. Organisation of Programme 9 9

2. Daily Lectures schedule 8 8

3. Frequency of Exercises/ tests/ 
Evaluations

10 10

4. Contents and tasks of Exercises/
Project

7 7

5. Opportunities for Questions/ 
Discussions

9 9

6. Individual attention by faculty 8 8

7. Training Kit and Supplementary 
Material

8 8

8. Class Room 9 9

9. Accommodation 6 6

10. Boarding 8 8

11. General Assistance 7 7

12. Course Design 10 10

13. Course Content 9 9

14. Course Materials 10 10

15. Field /Site/Lab visit 9 9

16. Work environment (WE) 7 7

17. Demonstration in (WR) 8 8

18. Faculty/Trainer-1 10 10

19. Faculty/Trainer-2 9 7 9

20. Faculty/Trainer-3 10 10

21. Faculty/Trainer-4 10 7 10

22. LO 1 Achievement 9 9

23. LO 2 Achievement 10 7 10

24. LO 3 Achievement 9 9

25. TO Achievement 9 9

Average 8.72

As Integrated Approach...



30

IJTD - Volume 52, No. 1,  January-March 2022

Supplemental Material 8 c
Analysis of Evaluation of Training course based on Feedback by Trainees (an example)

Trainee’s assessment

Sl. No. Trainees ID SE 1 SE 2 E R 3 N R 4 SE 5 CR 6 WR 7 SER 8 KR 9 Min Max Mean

Points for assessment

1. Organisation of Programme 9 9 9 9 9.00

2. Daily Lectures schedule 3 8 3 8 5.50

3. Frequency of Exercises/ tests/ 
Evaluations

5 10 5 10 7.50

4. Contents and tasks of Exercises/
Project

5 7 5 7 6.00

5. Opportunities for Questions/ 
Discussions

7 9 7 9 8.00

6. Individual attention by faculty 2 8 2 8 5.00

7. Training Kit and Supplementary 
Material

6 8 6 8 7.00

8. Class Room 7 9 7 9 8.00

9. Accommodation 4 6 4 6 5.00

10. Boarding 8 8 8 8 8.00

11. General Assistance 6 7 6 7 6.00

12. Course Design 7 10 7 10 8.50

13. Course Content 4 9 4 9 6.50

14. Course Materials 6 10 6 10 8.00

15. Field /Site/Lab visit 5 9 5 9 7.00

16. Work environment (WE) 3 7 3 7 5.00

17. Demonstration in (WR) 4 8 4 8 6.00

18. Faculty/Trainer-1 8 10 8 10 9.00

19. Faculty/Trainer-2 7 9 7 9 8.00

20. Faculty/Trainer-3 3 10 3 10 6.50

21. Faculty/Trainer-4 7 10 7 10 8.50

22. LO 1 Achievement 8 9 8 9 8.50

23. LO 2 Achievement 7 10 7 10 8.50

24. LO 3 Achievement 9 9 9 9 9.00

25. TO Achievement 5 9 5 9 7.00

Average 5.80 #### #### #### #### #### #### #### 8.72 2.00 10.00 7.26
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ABSTRACT

Researches indicate that there is a wide gap between compliance and non-compliance at Indian 
workplaces which can ultimately decay the organisation. This study explored a basic query from 303 
Indian industry professionals whether a culture of work compliance is lacking in India, and how can 
it be implemented? More than 90 per cent of the professionals affirmed that a culture of compliance 
is lacking.  A host of recommendations as received from the study participants are discussed in this 
paper for developing a better business culture scenario. Also, a caring safety culture can increase the 
organisational citizenship behaviour (OCB). This paper has added an in-depth sense of qualitative data 
on the topic.
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INTRODUCTION

Several researchers investigated the impact of 
safety compliance on organisational citizenship 
behaviour (OCB) showing that safety compliance is 
an important predicator of OCB (Lee, et al., 2007). 
Organisational citizenship behaviour is one of the 
factors, that can reinforce work culture including the 
safety culture (Jafarpanah & Rezaei 2020).
Corporate compliance and business development go 
hand in hand (Zee News, 2022). Compliance helps 
companies perform in terms of regulations related to 
safety and other standards (VComply Technologies, 
2022).  A lack of culture is the major cause of safety 
problems (British Safety Council, India 2020). Work 
compliance culture transformation for industry is the 
need of hour for achieving business excellence.  The 
workplace culture and compliance are challenged 
over the years. Work culture includes all areas of 

the company such as safety, quality, production, 
maintenance, etc. 
Compliance is not only limited to safety, but also 
applicable to an entire work organisation concerns. 
Though compliance training is an essential part of 
corporate life, it lacks in practice by the manpower. 
Companies losses are the major result of non-
compliance. The least losses are penalties and 
related costs (Ponemon Institute, 2011). Government 
is trying to minimise non-compliances, which have 
a negative impact on company businesses (Business 
Standard, 2021).
Macht & Davis (2018) suggested ways to augment 
the quality of compliance culture by knowledge 
management. Another study concluded that 
improving an organisational culture helps 
effectiveness of organisations (Nungchim & 
Leihaothabam 2022). Yohn (2021) emphasised that 
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Company culture is a joint venture, and the top- 
down company culture does not work due to obvious 
reasons. There is also a difference between the 
present culture and the culture desired to support the 
company objectives. In a desired cultural framework, 
everyone is involving for cultivating the culture.  
Behaviour based safety approach is considered an 
effective way of developing a supportive culture 
(Financial Express, 2021). Bryan (2019) emphasised 
that without improvising a compliance culture, it is 
impossible to gain sustainable business results. 
The traditional safety approach almost failed to 
develop a positive work safety culture, hence, it 
is crucial for top management to innovate on the 
new safety culture transformational methodology. 
The leaders build cultures by empowerment 
(Baumgartner, 2020). Lack of empowerment to 
employees amounts to a lag in business sustainability. 
Positive safety culture starts with leaders continuing 
engagement.  Sometimes leaders are verbally 
committed, but not engaged with safety culture 
at grassroots level (Prescient National, 2021). Top 
managers influence the safety culture by decisions 
on budget, policy, action and communications 
(Räisänen, 2008). GAIL’s top management decided 
to implement the behavioural safety organisational 
long-term planned intervention across all of the 
company’s work sites, and transformed the safety 
culture of the company successfully (Nambudiri & 
Ghulyani, 2018) and managed significant reductions 
in  lagging indicators, and increased the compliance 
levels at sites.

RESEARCH QUESTION

The Economic Times (2019) raised a query as to 
why has Compliance Culture suddenly being spoken 
about and assuming importance? The research 
participants reflected on whether, in general, a 
culture of compliance is lacking in India at sites/
plants, and how can it be implemented? 

METHODOLOGY

303 industry professionals such as Managers, HODs, 
EHS Professionals across Indian locations from the 
public/private sectors, including chemicals, gas, 

power, construction and steel participated in this 
study. A non-random convenience sampling method 
was used for participant’s selection on the basis 
of researcher’s contacts by using social media like 
WhatsApp as well as email method to complete this 
online research survey. 
The sources of data included interviews, discussions 
and the secondary data like incident and accident 
rates. Open-ended questions and personal in-depth 
discussions were used by remote data collection 
techniques during 2-month (Jan-Feb 2022). 
An innovative, exploratory research design using 
qualitative descriptive framework by involvement of 
field experts helped concept building for this study 
being part of an ongoing national longitudinal action 
survey. The study findings are reflected below in the 
results and managerial implications. 

RESULTS

The multiple perspectives came out from the 
responses of study participants as described below. 
More than 90 percent of the professionals affirmed 
that a culture of compliance is lacking, which 
can be achieved through the top management 
commitment and continual interventions. Leaders 
across the globe have struggled to build a robust 
culture of business with compliance, yet struggle 
is on (EY, 2022). Also, remarked a new employee, 
this is the employers fault. Employers treat their 
employees as temporary workers who can be 
replaced easily. They don’t believe in investing in 
the employee’s safety compliance to build a culture 
for the same reason. The moment we change the 
treatment from ritual to necessity, the compliances 
increase, as quoted by the Head of executions of 
a large multi-locational construction company. A 
corporate safety head of pharmaceutical units from 
south India discerned that the compliance culture is 
lacking in India as there is no curriculum in studies. 
We can implement only through top management 
leadership. A seasoned HSE professional stated that 
it is the Poor Operational Discipline. A West Bengal 
HSE professional retired from a public sector large 
organisation with 30 years’ experience demanded 
to imposing huge penalty due to non-compliance 
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of compliance rules. The professionals focused 
on zero tolerance. An Executive Director of ONGC 
expressed that a culture of compliance is lacking 
very much. Culture and values are top driven. Top 
managements should hold exclusive sessions on 
compliance supportive culture. In India, an absence 
of punishment due to laxity in compliance needs to 
be addressed, it should be taught at graduation level. 
A plant HSE Head of a multinational organisation 
clarified that the problem is not of compliance but 
in understanding that the associates completely 
trust the orders, and orders are often given without 
proper risk assessment and consideration that it is 
responsibility of senior employees to have enough 
controls in place to ensure zero harm. So, this 
is the gap in Indian scenario. A young manager 
explained that all are having a skill to developing 
the compliance culture. But we fail to implement 
due to nearby working environment/willpower/and 
lack of resources. 
Sometime, we see that worker doing unsafe and 
we do not ask to do safe because we knew that 
there is low potential hazard, but when the worker 
comes to know that we have seen him doing wrong, 
yet ignored him, his morale to do wrong boosts up. 
If we want a 100℅ culture, then we have to train 
our employees first, then we can go with worker. If 
our site/plant executive are trained, then only he 
can teach another one and then we can achieve 
compliance more than 90℅. A factory medical 
officer recommended that the best compliance 
is to conduct awareness sessions in factories on 
applicable laws/rules and advice each one to do 
right things always. A culture of compliance can 
be implemented through audits, work permits, 
SOP, plans. What was safe workplace yesterday, 
is not safe today due to changes in antecedents, 
manpower and technology. Hence, the compliance 
definition needs to be revisited. 
We visited religious places in the past when there 
was not much crowd, but now these places are 
overcrowded with less planning, and incidents are 
happening and fatalities took place.  So are these 
places safe, we need to rethink and improve our 
actions to be on safer side.  Heads of locations 

along with leadership of directors and HODs achieve 
work compliance culture while spreading it to all 
down the levels for developing observers to observe 
compliance and non-compliance behaviours and 
spot-correct the same as a big brother, not big boss, 
so that employees take it positively to integrate it 
on their job. Behavioural safety supportive culture 
training has to be essentially very authentic from the 
mentor’s side to touch the heart of the observers 
so that they become active in their observation and 
spot-correction of at-risk behaviours daily.

MANAGERIAL IMPLICATIONS 

Definitely the culture of compliance is lacking badly, 
reason is time pressure and cost pressure. Above all, 
the safety compliance education is missing among 
the management. Economic Times (2021) noted 
that at small companies, compliance is not taken 
seriously. A HSE professional described, “Even few 
who worked with reputed organisation like L&T, 
when we join a new organisation, we fail miserably 
to take the culture forward. In my site, I still see many 
workers are not provided with minimum PPEs. Safety 
compliance cost must be part of tender documents. 
Contractor selection based on compliance records, 
but not only L3 or L4, must be looked in. Safety 
compliance has become a ritual, but not seen as a 
value. Government shall make a mandatory 3 days 
session on safety for all CEOs, and isolate them 
completely from gadgets those 3 days”. A study 
indicated that the company managements need to 
reinforce a culture of compliance throughout the 
organisation (Jennifer, et al. (2021). Organisations 
take statutory requirements more important than 
compliance with internal procedures (Ponemon 
Institute, 2011).
Culture comes from upbringing. Hence, it is strongly 
suggested to include compliance as subject from 
standard 3 in schools, this will not only make 
compliance a basic adherence but it will be as 
necessity like water, food and clothes, this will make 
great working places and India will grow bounds. Let 
us focus on our present generation, children need to 
be educated about what is hazard and what are its 
consequences? How would they deal to comply it?
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Also, we should meet across companies and 
share implementation ideas, same as IPL teams, 
compliance teams from each organisation can meet 
many teams across India. We should have State 
and National trophies for best out of box ideas for 
implementing compliance at workplace, home or 
anywhere we go. We should organise compliance 
tour for each Organisation, where top management 
or HOD level persons should be part of this tour. 
Each organisation shall keep some 25% marks 
for appraisals for compliance implementation. 
Moreover, motivation on the job for engineers those 
who consider compliance as priority for their job. 
High reward and monetary assistance, job continuity, 
all these are the main motivators.
For present situation the laws of enforcement on 
job supervisors and project managers need to be 
implemented strictly. They have to be accountable 
for compliance lapses. As a top industry professional 
said, “Let them go to jail”.  Respect for ethical 
business from owners and fear of law for the 
workmen can save from these lapses. Though there 
are improvements of HSE compliances over last two 
decades in India, still there are lot of major gaps. 
It probably happens due to dual stand and policies 
of the management. Safety compliances can’t be 
negotiated, neither it should be compromised. This 
attitude is expected from the leaders and industry 
must demand that. First of all, we need to make 
them understand the importance of compliance.  As 
compliance is part of real requirement of Working 
Environment, Health, Safety of employees, Society, 
statutory bodies, local public at large. Need to make 
them understand the repercussions if deviated. Need 
to initiate Behavioural Based Supportive program 
and develop champions by empowerment through 
CEO of the company, tracking effectiveness before 
company CEO and Gap assessment and corrections 
on continual basis and its reflection in company’s 
annual report. IIFL (2022) noted that the corporates 
risk management strategies ought to be in balance 
with operations, workforces, goals, regulatory 
requirements and the stakeholder’s expectations.
Supportive work culture means one cares for all, 
all care for one. Company develops a procedure on 
this concept to make everyone aware to practice 

it. Behavioural safety research highlighted myriad 
antecedents of non-compliance behaviours.  Hence, 
the correction is needed in the cultural antecedents 
by employees under a planned intervention to achieve 
compliance (Feldman & Kaplan, 2019). At the end of 
the day, its humanity what matters and delivers in 
every way, that is what is referred as behavioural 
safety supportive culture in true sense to practice.
Company also cares that employees and associates 
do not practice what is unsupportive, negative, 
fault-finding, blaming, shouting, being reactive, etc. 
Daily shop-floor brief meeting in departments is 
held to demonstrate the regularity of Compliance 
procedure. There is a least paper documentation 
encouraged, instead an evidence is shown by way 
of meeting’s photographs and put on the notice 
board or social media specifically maintained for 
this compliance culture. 
Supportive work culture Compliance checklist is 
described below for implementation. Employees 
conduct daily compliance observations and spot-
corrections tour in their respective department, 
area, section for ease and understanding.
Name of observer/Area/Dept./Date:

Observation Categories No. of Persons 
(Lacking 
Compliance for)

No. of Spot-
corrections

Remarks

	 1.	 Safety, Health, Environment

	 2.	 Quality

	 3.	 Instrumentation

	 4.	 Marketing

	 5.	 Production/Operations

	 6.	 Materials/Stores

	 7.	 Maintenance

	 8.	 Contractors

	 9.	 Security/HR/Canteen

	10.	 R & D

	11.	 Packing/Despatch

	12.	 Legal/Finance

Total = Total =

Spot-correction is a way of work culture 
transformation. All leaders, HODs, and everyone 
would focus and value spot-correction of any work 
compliance. This would enhance business excellence. 
Every employee/associates would do minimum 
one or two spot-correction of above 12 categories.  
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If there are 1,000 workforce, we shall achieve 
1,000 spot-corrections in every single day. A culture 
of compliance is implementable as a planned 
behavioural intervention in any organisation. 
Finally, a senior EHS professional from a mega 
construction company emphasised that a work 
safety compliance culture can be developed by 
increasing transparency and rewarding. One has 
to be straightforward. Now people perceiving 
compliance means cosmetic, safety profession must 
erase that impression. One can truly work towards 
this goal, unless everyone is made responsible and 
accountable, everyone feels that it is their job. 
Everyone should believe in compliance to make 
it happen. Compliance has been a challenge, and 
remaining so.  Corporates need an easy approach for 
employees to close the compliance gaps (NASSCOM, 
2021). Any compliance gap is to be considered by 
every employee as a responsible care for immediate 
compliance in his/her supportive role. 
Company HODs empower and enable each employee 
for daily achieving minimum one correction of non-
compliance in their respective department or site, 
and leaders appreciate this initiative. These are 
easy behavioural solutions to bridge the gaps and 
develop a culture of compliance. A project manager 
stated that “We have changed mindset of most 
of the working people though behavioural based 
supportive compliance culture implementation 
especially for those who are not following safety at 
site”. Compliance training does not bring change, 
unless it is a part of a long-term planned compliance 
culture intervention for implementing the 
sustainable culture of compliance at the corporates, 
to be supported by the company top management 
(Bob, et al., 2019). It is imperative that the leaders 
do what they say and reflect in their behaviour 
and communication, and make compliance easy 
to practice by the employees (Compliance Quest, 
2022). Effectiveness of compliance depends upon 
its reinforcement by one and all, not solely through 
enforcement (Collins, et al., 2021). Thus, safety 
compliance increases the organisational citizenship 
as an outcome of a caring safety culture (Parke, 
2021).
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ABSTRACT

The Leaking Pipeline is a sociological phenomenon which leaves fewer women available for Board senior 
level positions in organisations. Due to reasons and norms prevalent in the larger social structure, which 
is patriarchal in nature. Hitherto the assumption has been that these reasons lie in the domain of their 
domestic burden and the social structure’s reliance on the woman being the primary care giver. Whether 
this is a valid assumption or not, is the focus of my study.
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INTRODUCTION

Women face many barriers in their corporate career. 
Those related to capability, job knowledge and skills 
are identified as part of Training Need Identification 
process of a company. Thanks to training provided, 
women have made great strides in breaking down 
professional barriers in professions like Banking, 
Finance, Aviation, etc. We see many women heading 
such organisations. (Reif et al.,1975) Despite studies 
indicating women being better at leading people 
and law clearly stating that women cannot be 
discriminated against, the fact remains that very 
few women remain available for top level positions, 
translating into very few women directors on Board 
(4–5%).
A company’s attrition data will show Reason for 
Leaving as one chosen from a common list of 
reasons. These could range from personal reason, 
or move to another company offering better salary 
and designation or study leave. At company level 
these reasons may not be analysed at deeper level 

because Women’s Personal Reason does not fall into 
the definition of work of an organisation. A deeper 
analysis will find that reason for the decision to 
leave is either:
	(a)	 Health of a family member, child or own 

reproductive health,
	(b)	 Caring of domestic responsibilities,
	(c)	 Spouse’s relocation to another city work or 

study, necessitating woman’s move.
However, because women’s role in an organisation 
cannot be treated separately from their social role, 
because their strengths also come from their social 
experience. While Men are 100% available for their 
job, therefore it may not be necessary to study their 
contribution with reference to their social concept. 
Women’s role on the other hand is vital to family 
and therefore their contribution at the workplace 
cannot be seen in isolation of their social roles. For 
example, don’t we talk admirably of women who 
handle both with ease. Therefore, an organisation’s 
Retention and Development policies have to look at 
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how to transform the social reality for their women 
employees and their families. Not investing in this 
aspect is denial of their basic constitutional right to 
equitable growth and fair pay.

REVIEW OF LITERATURE 

The four readings that prompted the search for an 
answer are listed below:
A.	In a paper titled “Women managers from myths 

to reality Prof. Indira j Parikh, Indian Institute of 
Management Ahmedabad & Dr. Bharti Kollan. 
Prof. Parekh wrote that “large number of women, 
larger number of men and even larger portion 
of the society takes a much longer time to 
acknowledge and accept the reality of women’s 
capabilities and competencies”. For a long-term 
approach to retaining women, it is important 
to capture this and study this data separately.  
A“…..preliminary search in the secondary sources 
reveal, data on Indian female mangers is almost 
non-existent. The very lack of statistical data 
reflects the lack of attention to the issue of 
women in leadership in the present agenda of the 
Indian society” (Srinivasan & George, 2013). We 
all know that “what gets measured gets done”.

B.	According to CS Mamta Binani in Board Dynamics 
& Diversity on Boards. “In a global complex market 
place, companies that effectively hire. Retain 
and promote women are often better equipped 
to capitalise on competitive opportunities than 
those that do not” (Hewitt et al., 2013).

C.	Also, a study by Sylvia Ann Hewlett, Chairman 
and CEO of the Centre for Talent Innovation (CTI), 
an NGO based in New York, points to how India 
can show the way, on leveraging talent across 
the divides of gender, generation, geography, 
and culture. According to Sylvia, while women 
all around the world face a barrage of barriers—
both cultural and professional, at home and the 
workplace—blocking their ability to pick up their 
careers where they left, Indian women have 
succeeded in on-ramping. This has been made 
possible not only due to the growth of Indian 
market but also because of the relative age of 
women; as the pipeline of experienced talent is 
simply not large enough to ignore this pool of 
professionally qualified women.

	 Her research also highlighted that 72% of women, 
who want to take up their careers from where 
they left off, do not want to return to the same 
company they left. Dissatisfaction with their rate 
of career progression drives almost as many 
women out of the workforce, as absence of good 
childcare facilities.

D.	When our ex-Prime Minister Mr. Manmohan 
Singh commented that there exists “a shortage of 
technical, professional and managerial staff that 
is constraining growth” he was commenting from 
the perspective of an economist. 

	

OBJECTIVES OF THE STUDY 

The objective of this study was to test the assumption 
that women leave because of their domestic burden 
and/or their care giving responsibilities. The three 
core areas set out to investigate were:  
	 i.	 “Reasons” women leave the workplace,
	 ii.	 “Issues” they face which act as the tipping 

point and  
	iii.	 “Factors” the presence of which support their 

rise up the career and leadership ladder.

RESEARCH METHOD

The study was qualitative in nature. 70 to 80 women 
were contacted over a period. The only criteria used 
to select respondents was that they: 
•	 Were in job or had been in job earlier, 
•	 Represented a cross section of geography, 

function, industry and experience (Senior – newly 
promoted).
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	 i.	 An online demographic survey that captured  
the similarities and differences in the sample 
group. 43 of such responses were clearly 
captured. Non-committal answers were 
discarded. So, also those responses not 
recorded properly. 

	 ii.	 A telephonic, Skype or face-to-face interview 
captured their experiential data using a 
structured questionnaire. Emphasis was on 
understanding what support families and 
companies had provided to enable respondent’s 
career growth.

Table 1: Industry spread of Respondents
Accounting Big 5 Exhibitions & Events Real Estate

Bio Tech IAS Public Relations

Chemical IT Pharma

Consulting Finance ITeS Recruitment

Consulting Health Care Journalism Renewable Energy

CSR Logistics Research

Career Building Management Consulting Sports

Education Media Training

Entrepreneur NGO

Table 2: Background of the Respondents

Married 29

Single/Divorced/Separated 14

Professionally qualified 31

Graduates 12

Hadn’t left Job 27

Left Job 18

HYPOTHESIS FORMATION

Since a larger proportion of the women continued 
with their job, it was safe to assume that not all 
women get overwhelmed by their domestic burden. 
Either due to available family support they manage 
to continue with job and domestic responsibilities.
So, now there are two things which need deeper 
investigation:
	 i.	 How are they able to manage their personal 

lives vs their career aspirations; and
	 ii.	 What was different about the 18 women were 

presumably “dissatisfied” with their jobs.

DATA ANALYSIS

Contrary to expectations, not all had left; some 
had even cut short their maternity leaves to come 
back to work. In fact, 45% of married women who 
had not left their jobs, came back to the same job, 
immediately after maternity break or at some other 
point in their career.
Here in a nutshell are the key points which stood 
out from the demographic data of 43 respondents.
	 i.	 18 of the 43 respondents left their jobs and 

27 hadn’t. 13 of those who left were married 
women. 5 were single. Zero career breaks 
appear in 20 of the women which includes 
married as well single women.

	 ii.	 Among the married women (13) family health 
was the single largest culprit (3) while study 
leave, spousal relocation and own health were 
the 2nd largest reasons (2 each). 

		  See Chart 1

Chart 1
Hadn’t left Left Nos

27 18

family health 4

own health 3

bullying 2

career change 2

spouse relocated 2

study leave 2

marriage 1

entrepreneur 1

unsupportive family 1

	iii.	 It was heartening to see that single women too 
have breaks (5), with shifting gears being the 
largest reason (Chart 2).

Chart 2

		
00

FAMILY HEALTH

BULLYING

OWN HEALTH

CHANGE CAREER

.5 .5 .52211

The Leaking Pipeline: Developing...
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Table 3: Age wise data on Career Breaks

25 - 30 3

30 - 35 6

35 - 40 15

40 - 45 8

45 - 50 4

50 - 55 7

	 iv.	 In the age group 25–30 all the women were 
first line managers; one was married and there 
were zero career breaks.

	 v.	 In the age group of 30–35 all the women were 
managers, or higher. In this category, family 
health, career change and unsupportive family 
were the major reasons for women dropping 
out. 30–40 is seen as the period when a career 
peaks. This is the age group where ideally, given 
capability, women should be at the department 
or business head level. However, instead in  
35–40 age group women (8) left their jobs to 
cope with issues. This seems to be the age group 
which is most vulnerable. Pressure is mounting 
at work because of vertical growth. In the family, 
their presence being vital, their inability to give 
a 100% in both areas pushes them out of the 
system. Suddenly there seems to be a rush for 
the door. Late night meetings and client sit visits 
are the breaking point. Because of the tussle 
between domestic burden and raising kids is on 
the women. Family health, harassment at work, 
spouse relocation, changing career, own health, 
were some of reasons cited. In one case sexual 
harassment was also cited. They are constantly 
running away from professional challenges 
because of the domestic burden.

		  However, the problem is not the work pressure 
or the bullying encountered or family’s health; 
it is the lack of somebody with whom they 
can talk; somebody who can help them re-
align their direction, and help them figure out 
how to handle the situation. Of course, they 
found it difficult to discuss the issue with their 
male boss or HR department. They seemed 
to think that HR was powerless to help them 
solve the problem. The lack of listening, 
empathy, mentoring from male bosses 
becomes a stumbling block and, thus they 

leave. Somebody else’s personal inadequacy 
becomes a cross to be borne by them.

These are macro level gaps, which become life 
altering events. Spousal relocation and changing 
career are not really leaks in the pipeline because 
relocation to another city has invariably been to a 
bigger metro or country, leading to better jobs for 
the women. A robust job market, better commuting 
facilities, and domestic support enables their return 
to an active workforce. Similarly, some used this 
move strategically and enhance their qualifications. 
Some have changed their profession, to match the 
change in their life status. For example, Dr. Sindhu 
C S, moved from medicine to an administrative 
health care job. She requalified herself, did Master’s 
in Hospital Administration from Tata Institute in 
Social Science, Mumbai, and a Diploma in Financial 
Management. “So that I do not have night calls or 
shift duties, I am happy doing an administrative 
job.” Said Dr. Sindhu.
The question, therefore is how to increase the 
number of women at the entry level “Leaking 
Pipeline” and provide trained mentors along the 
chain so that the funnel can be enlarged to grow 
the size of the pool.
	 iv.	 In the age group 40–50 in which over 30% of 

the respondents were included, one respondent 
left the corporate sector to become an 
entrepreneur, while two joined NGOs. Shifting 
gears in the later years (40+) of their life, 
women have the satisfaction of having reached 
some level in their career and then decide to 
shift focus to things other than work, to find 
meaning in their lives, pursue their hobbies or 
entrepreneurial dreams. This is the age group 
which could be the hunting ground for Board 
openings. Money seems to be no longer a 
motivator.

	 v.	 An interesting trend noticed was that 15 of the 
women are single—8 of them have been single 
by choice, expressly to pursue a career. Some 
have been rendered single due to circumstances 
–like death of the spouse or separation/divorce.

		  These figs signify the increasing trend among 
young women to “step out of the room”. A term 
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to denote women leaving traditional career 
ladders to do stuff that holds meaning for them. 
This points to the urgency of building financial 
self- reliance of women, for its own sake. Which 
makes it imperative for Financial Inclusion 
education to be given to daughters. This trend 
has to be nurtured by social institutions.

	MARRIED
	DIVORCED /
	 SEPARATED
	SINGLE
	WIDOW / MARTYR’ 

WIFE
68%

11%

17%

4%

	 a.	 If we look at the educational background 
of the respondents, it is found that 
postgraduates were facing the same issues 
as PhDs or Graduates (see chart below). 
However, the outcome was different. 
One factor was support provided by their 
company as they were in professionally 
managed companies or their training 

helped them see things form a different 
perspective; namely what they can do now 
to bring about the change they envisage. 
Professionally trained women seemed to 
adopt a planned approach to developing 
a support system and have concrete 
career goals which drive them. When 
asked what they saw as the challenge, 
they talked about something in the macro 
environment/outside of them.

		  Women who lack this training tended 
to be motivated by whims and personal 
interests rather than arrange their lives 
around their career—a behaviour which 
is reinforced by social norms. As leaders 
they lacked self-confidence and instead 
had a constant need to seek approval from 
bosses, colleagues—mostly male.

	M.Phil
	Post Graduates
	Ph.Ds
	Technical degree
	Graduates

48%

9%
13%

28%

2%

The Leaking Pipeline: Developing...

CONCLUSION

In conclusion it is not about gender but more 
organisations discriminating between needs of their 
male and female workforce. If any member of the 
team is having difficulty achieving the goal because 
they are unable to speak up, that they are having a 
problem, then organisation needs to work on that. 

Women need to be encouraged to speak up, given 
the confidence that their needs will be listened to. 
Thanks to POSCO, many women are speaking up 
about sexual harassment. Similarly, if organisation 
can spell out the penalties if bosses create a fear 
psychosis among their women team members 
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which prevent women from speaking out. Such 
fear psychosis sometimes is created by rewarding 
“masculine” behaviours, e.g., Sonika Iqbal, VP— 
Operations at Concentix had the following to say 
“A few years back when I had few women leaders 
in the team, some men made absolute chaos on the 
floor by pointing fingers at women for poor results, 
if somebody had a personal problem or somebody 
had a baby. Some of these women have grown to 
become AVPs now in their current jobs but at that 
time, it was man versus woman”.
Women’s ability to prioritise and re-align their 
work is responsibility of the organisation. Yes, the 
domestic burden is there but so is work burden. For 
a man there is always somebody to take the load. In a 
women’s life, there is none. Lack of support systems 
namely training, mentoring, and cultural customised 
training make the task difficult for women.
The “Leaking Pipeline” hypothesis is corroborated. 
However, the subtle difference between why men or 
women leave is that men leave in pursuit of career/
financial growth in the job market; while women 
leave because they perceive themselves as unable 
to give 100% in their work and home. Called the 
“Imposter Syndrome”, women can be mentored/
counselled on how to deal with this situation.
At this juncture, three measures are recommended:
	 1.	 Human Resource (HR) teams to devise rules 

which encourage women to speak up regarding 
their problems. Making it incumbent upon 
managers to reward women who speak up. HR 
needs to create proper listening mechanisms 
and ensure that all managers adhere to them, 
assigning diversity retention targets to managers 
and correcting issues. They need to question 
the managers who lose their team members to 
“personal reasons”.

		  HR needs to remember that women have different 
needs and this understanding has to be spelt out 
separately in Compensation and Benefits Policy, 
hiring policy, Leave Policy, Promotion Policy and 
Training and Development Policy.

	 2.	 Examining the reasons why 45% of the married 
women and majority of the single women come 
back after their career breaks indicate that 

return is possible. Reinforcing and promoting 
such success stories will act as inspiring role 
models for other women which will have a 
multiplier effect.

	 3.	 Women also have to stop expecting others to solve 
their problems. They have been indoctrinated 
to think that solving their health problem is the 
Health Ministry’s problem, education attainment 
is the education ministry’s problem and financial 
problem is family’s problem. That attitude has to 
be changed. Empowerment cannot be given. It 
has to be taken.

		  As organisations invest time, manpower, 
knowledge and money in understanding reasons 
why women leave, they will find more women 
who are staying long enough and becoming 
capable enough to reach Board Level positions. 
With these measures, it is confirmed that their 
percentage on corporate boards and also their 
overall contribution will increase.

		  Detailed interviews and more analyses are 
available in my book “Have the women left 
Venus? Decoding gender @workplace” Available 
on all online stores.
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ABSTRACT

Pandemic has created a new normal for occupational performance in the organisation. Understanding 
the current conditions will make future action suitable for the changes. The current study consist review 
of twenty-seven papers published in different journals using Google scholar and other reliable resources. 
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of the current working norms, redefined work, raised issues in new job profiles, and solutions to these 
concerns. The study paves the path for further research in the area of remote working/work from home/
telecommuting and developing the virtual organisation for more productivity in mitigating the future 
unseen challenges. The development of new HR practices, company strategies in multiple dimensions 
of its functions, and success factors in the crisis can be studied as a part of analysing the impact of 
operational decisions taken by the organisations.
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INTRODUCTION

The World has encountered new challenges with 
the COVID-19 spread. Meaning to the life has a 
shift from being resourceful to be safe and healthy. 
Existing market and new living concept has great 
impact in each dimension of human. It has created 
circumstantial challenges for the corporate world 
where effective outcomes from the employees are 
required while they need to maintain new norms of 
the society. The accelerative thrust (Toffler, 1981) of 
change due to the pandemic situation has created 
challenges among the workers and employers to 

coordinate practice for survival. The decision of 
lockdown has changed the definition of working, 
workplace globally. To survive the business in this 
pandemic understanding of the current situation to 
the decision-maker and user is needed.
It is difficult to imagine the physical presence of 
the employees in the premise of an organisation. 
The demands for users’ need satisfaction prevailing 
with same acceleration. The economy has significant 
impact of commercial and business slowdown due to 
governance decision over transactions. The current 
situation demands to look the all-business world 
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with a new glass, where virtual market has existence 
demanding change in each dimension of corporate 
world. The new virtual platform of services has 
impact over the working conditions and job profiles 
of the employment in many organisations. Inevitable 
nature of change recommends the opportunity for 
alignment with the need and requirement of change.
The constant threat to life through social interaction 
has mentally stressed individual employees is not 
only dimension of present. The organisations with 
production and other sales targets are compel to 
rectify the concerns using measures earlier not 
encountered. The current pandemic has changed 
the point of view of the management towards the 
organisation practices. The concept of work life 
balance has generated its high value in front of 
organisation. From basic requirement fulfillment 
to meeting social obligations are multidimensional 
perspective which is available in front of organisation 
in context to their employees. Managing the 
workforce, while abiding the norms created by 
different governments, is a new challenge to be 
tackled by the organisation.
The current study will cover the objective of 
understanding the current occupational working 
conditions and norms, new forms of work and 
efficiency in the method of new job performance, 
challenges encountered in such evolved job 
opportunities, and how Indian firms are ready to 
meet with such challenges in the course of action 
under the pandemic situation.

WORK CONDITION, CHALLENGES & SOLUTIONS
Pandemic and work conditions

Even before the pandemic, there was acceleration 
in remote working encountered during the last 
15 years in the US (Thompson, 2020). As per the 
Bureau of Statistics, only 29% of working profiles 
fall eligible for remote working in America including 
the majority of IT-enabled services. The concerns 
of remote working fall under the category of social 
bond breaking between the team members, a threat 
to psychological safety hindering the performance 
of the workers. On the other hand, it saves the 
travel of employees from the place of residence to 

headquarter of the corporate helping in time-saving 
and traffic fumes avoidance during the travels. It 
also helps in variability in an idea as an employee 
engaged in work being part of their community and 
do not share the common culture of the organisation 
premises.
Estimation of workers’ exposure to the infection 
due to occupation count 10% (14.4M) per week 
once and 18.4% (26.7 M) per month in the US. The 
workers’ information being taken from the national 
employment data merged with the BLOS survey, 
measuring the frequency of workers’ exposure 
to the infection while performing occupational 
responsibilities. The study suggests that the 
proportion of infection possibility emphasises the 
workplace interventions to coordinate with safety 
concerning the infection spread avoidance (Baker et 
al., 2020).
The emerging practices during the COVID-19 have 
provided the option of Work from Home (WFH) at 
a different level of work positions in organisations 
(Kniffin et al., 2020). WFH has created adaptation 
issues for the workers, management of the 
virtual team is another add on the dimension for 
management, virtual team management, leadership 
are evolving during the WFH conditions and different 
economic and social impacts are identified as a part 
of pandemic coordination (unemployment, Layoffs, 
Presentism, economic inequality, stress, burnout, 
etc.).
Pandemic turned out to be a stressor in multiple 
dimensions of employees’ working. View of security, 
danger, danger of disease, infobesity versus obscure, 
isolate and imprisonment, disgrace and social 
avoidance, and occupation uncertainty are not many 
stressors at the ebb and flow purpose of time among 
the workers. The occupational role development, 
occupational safety, and health management 
teleworking, communication optimisation and 
transparency, prevention of stigma, training, 
prevention of social isolation and management of 
teleworkers, social support, and development of 
return to work plan are the strategies to mitigate the 
work stress generated due to COVID 19 (Hamouche, 
2020).
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Employment condition of presence in the premise 
for job performance (job includes non-flexibility 
for remote working), lack of paid sick leave and 
income are factors connect with characteristics 
hindering compliance with the recommendation for 
the safe workplace in the time of pandemic (Blake 
et al., 2010). A multivariate regression analysis of 
2006, Harvard School of Public Health pandemic 
being referred to conclude that factors like the 
non-capability to work from home, lower sick leave 
payment, and lower income level are associated with 
following the social distancing recommendations.

Pandemic and new working norms

More than a year world has faced the different folds 
of pandemic crisis and yet many unfold are waiting 
and expected in future. Practices by organisations 
have taken different platform to make sustainable 
business in the pandemic duration. Unforeseen 
future still has dilemmas in organisation for new 
practices to get implemented on full scale. Leaders 
with new perspective and organisations with open 
arm to suggestions are able to attain survival but 
still in a struggle to decide the new dimension 
facilitating the decision of making new practices as 
core procedure to mitigate the challenges raised 
under pandemic situation (Boiral et al., 2021).
Dissatisfaction regarding the job has many 
dimensions of influence. The work life conflict 
at the time of pandemic is being identified less 
relevant to the unjustifiable payments. The concern 
of employment is prominent and has neglected 
the concern regarding the unjust pay, altering the 
relation from the normal situation (Schieman & 
Narisada, 2021).
The ongoing pandemic situation has created new 
norms of working for physical presence related job 
profiles. Low-tech measures (personal hygiene, self-
diagnosis, social distancing, etc.), environmental, 
administrative control, workforce segmentation, 
traveling policy framework, contact tracing, use 
of mobile apps, and testing are the new normal 
condition of work in different job profiles especially 
for which physical interaction is necessary (Barnes  
et al., 2020). To restart the work under the 
organisation premises safety measures to prevent 

from viruses need to carefully follow by the employer 
and employee both.
Pandemic has new norms for the organisation to 
regularise it’s working. The norms unfold new worker 
factors, societal factors, workplace factors, and their 
compliance with ethical standards (Shaw et al., 
2020). The reopening of the organisation workplace 
must have an anticipation about worker acceptance 
for the safety measures taken by the organisation 
for COVID-19 handling. The working place norms 
must have coordination with the conditions of 
individual firms defined under the guidelines of 
the government. More likely flexible norms and 
conditions for the disadvantaged employees need 
to be created for providing security along with the 
safety measures of health.
The impact of COVID-19 can be observed with 
the change in the scale of job opportunities (Dias  
et al., 2020). The change element of the job profile is 
identified with a great difference from 2019 to 2020. 
The labour-intensive works are in either temporary 
or permanent danger, thus the government 
intervention is required for managing the challenges 
of labour-intensive works. The requirement for 
skilled oriented jobs has been enlarged and demands 
for training. The organisation’s forward-looking to 
resume the previous status required many changes 
in job profile along with employees enhancing their 
skills as per the future demands of the industry.
Importance of Human resource development being 
encountered in the time of pandemic (Li et al., 
2020). The angelology has affected the decision- 
making process, leadership competencies altered, 
new work culture demand to endorse self-care 
in collegial and supportive work culture, flexible 
strategy for analysis of post-pandemic impact, work 
re-design, system rethinking, shift to the virtual 
working environment, redefining, relooking, etc. 
are the different suggestive measures for the human 
resource development to be taken in account for 
the post survival of the individual in different 
organisations.
The impact of COVID-19 will have a potential impact 
on the occupational status, work from home, and 
occupational mobility dimensions of the work 
(Kramer & Kramer, 2020). The changes post COVID-19 

A Review of Working...
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will have occupational status change providing 
creation of new supply and demand situation of the 
worker competencies, work from home will have a 
new understood dimension of work accepted by the 
organisation in their practices and the segmentation 
of work into good vs bad jobs will be leading a new 
labour market condition in the world.
Social distancing a new norm of public gathering is 
one of the important tools to reduce the rate of 
influenza spread (Ahmed et al., 2018). Around 23% 
of cumulative influenza attacks can be reduced by 
using social distancing measures at the workplace. 
However other measures can be induced along with 
social distancing to minimise the spread of influenza 
and can make the workplace safe for the workers.

Remote working to mitigate working challenges in 
pandemic

The count of remote workers has increased to 115% 
in the duration of ten years from 2005 to 2015 in the 
US. The practice of remote working by organisations 
facilitates benefits to organisations and employees in 
multiple dimensions (Abrahem, 2019). The physical 
presence of employees in organisation premises 
hinders their performance efficiency at times, thus 
optimal use of resources is served using remote 
working.
Work from home will lead downfall in the 
productivity of organisations at the time of 
pandemic (Stanford University, 2020). A study 
of randomised 1,000 Chinese travel company 
employees engaged in working in part or full time 
from home for nine months’ duration reveals that 
the performance hampered by 13% whereas 50% 
downfall in quitting rate being observed. Engaged in 
family affairs (child care, household work, etc.) and 
simultaneously performing the job responsibilities, 
are two contradicting conditions for the worker to 
be more productive. Regular team checks, separating 
work time from family time (managing work-life 
balance), and majorly concentrating on video calls 
despite normal calls can be the measures for getting 
productivity in work from the home condition.
Around 2.5% of workers were engaged in remote 
working before the pandemic which turns to 
almost everyone with the possibility of performing 

remotely is part of such worker’s category in the 
US (Merrefield, 2020). Organisations have tripled 
their workforce under remote working and will likely 
continue in the future even after the pandemic. All 
possible telework being found including non-tech 
areas so as the expansion of remote working can 
be laid into non-tech dimensions too. Part-time 
telework being converted to full time working 
wherever supported by the job profiles. The in-depth 
interview of 40 workers reveals that ‘the working 
and home issues inside similar actual space than 
physical, mental and worldly limits among work and 
home become obscure’ (Beauregard & Basile, 2016).
Among the big Multinational Companies covid-19 
concerns being resolved using teleworking into 
practice (Belzunegui-Eraso & Erro, 2020). Companies 
using teleworking before the pandemic have a lift 
in the workers and job profiles with teleworking 
facilities. Other companies with innovative 
measures enhancing opportunities for teleworking 
in their jobs assigned to the existing workers. Factor 
affecting teleworking (Baruch and Nicholson) has 
environmental safety and legal factor inclusion along 
with the factors Individual (personality, situation), 
Organisation (strategy, culture), Job (Nature, 
technology), and Home & family.
Enlarged coverage of pandemic has necessitated 
the use of teleworking as the most feasible and 
effective method in the time of COVID-19. The 
acceptance of this new condition of work is 
temporary or permanent for the worker depending 
on the nature of work and its dependency on the 
physical promises. The major emphasis on telework 
has created an anxiety-provoking context for many 
workers, it has also created an imbalance between 
the personal and professional life, and being a 
temporary mode of performance it will have limited 
access to the individual knowledge span. The current 
pandemic situation has created a rise in demand 
for teleworking in various fields of operations which 
were earlier never imagined to be followed in the 
current manner (Bouziri et al., 2020).
Enhanced remote working practices have created 
challenges to being a solution to the corporate 
world in the time pandemic (Larson et al., 2020). 
Challenges of remote working include lack of  



47

face-to-face supervision, lack of access to information, 
social isolation, and distraction at home. Remote 
working challenges can be tackled using establish 
structured daily checks in, providing several different 
communications in technology options, providing 
remote social interaction opportunities, provide 
encouragement and emotional support, etc., for 
mitigating the concerns raised due to remote 
working.
Efficiency under telecommuting jobs majorly based 
on the two information attributes to be specific 
occupation intricacy and critical thinking and two 
social qualities as relationship and social help  
(Golden & Gajendran, 2019). A study of 273 
respondents including telecommuters and their 
supervisors has revealed that the extent of 
telecommuting on job performance has a positive 
association for job profiles with complexity, low 
interdependence, and low social support.
Detachment from the workplace is the new trend 
followed by remote working in organisations (Felstead 
& Henseke, 2017). Only 33% of the increment in 
distant working can be addressed as a development 
in the information economy, adaptable business, 
and changed point of view of the business for far 
off working. The distant working requests higher 
association responsibility, work fulfillment, work 
prosperity benefits achieve against the heightening 
the work and more prominent failure to turn off.

INDIAN PERSPECTIVE OF REMOTE WORKING

In India remote working being adopted as a new 
norm by many organisations providing ease to 
the work accomplishment of the work holder. The 
survey of 3377 professionals engaged in remote 
working during the period of lockdown and unfolds 
of lockdown, due to pandemic reveals that Indian 
workers find it difficult to cope up with new normal 
count 40% of the respondents. They find longer 
working hours counting two out of five respondents. 
Focus on work is a matter of struggle for one-fourth 
of the employees. 36% of employees are struggling 
to strike balance between personal and professional 
life (LinkedIn News India).

TATA consultancy services decided that their 
employees to be permanently shifted to work from 
home will account for 75% by 2025 (Anand, 2020). 
Organisations opposing earlier now at the time of 
pandemic identifying work from home as a solution 
to mitigate the challenges in the pandemic. Different 
challenges are encountered by the employer in 
managing the work from home at present. The 
challenges include work-life balance, physical 
facility with the employees, network connection for 
operating remotely, stress enhancement, etc. by the 
Indian employers.
Work from home is the new reality in India (More than 
50% of Corporate India Prefers Working from Home: 
Research, 2020). 50% of the workers are optimistic 
for WFH, 55% of them identify social isolation as a 
hurdle, 63% found e-relationship with a co-worker is 
being good or excellent, 75% identifying that WFH 
facilitates avoidance of commuting and 60% feels 
that they work for more hours in WFH condition. 
The survey of 500 workers across the nation reveals 
the above outcomes.
When WFH is a new reality and IT sector employees 
are assigned with the flexibility of work there exists 
lacuna in the capabilities of the workers (2020). A 
study of 10,000 job seekers in the IT sector on Mind 
Match assessment through SCIKEY talent commerce 
it is found that 99.8% of the IT sector workforce 
is incapable of working from home. They need in 
any event one of the measurements as protection 
from learning and investigating (95%), lacking 
reasonable relational abilities (65%), and ailing in 
arranging and execution (71%). Further, 16.97 % of 
representatives are challenge-driven, 40.42% labour 
force is rationale driven and 12.7 % strikes for social 
collaboration discovers WFH being hard for them.

IMPLEMENTATION & FUTURE OF REMOTE 
WORKING

Remote working emerged as a challenge for the 
different sector for whom establishing the work 
from home practices are difficult in implementation 
(Roy, 2020). This has generated the opportunity for 
new technological era development. The impact can 
be clearly visualised with around a 300% increase in 
jobs engaging employees in remote working (ET Now 
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Digital, 2020). Practices like policy-relevant mailers, 
webinars, teleconferences, virtual team meetings, 
HR e-connect, activities trackers, counselling 
helpline, etc. and many new measures are adopted 
by the organisation to get itself fit in the current 
situation (HRK News Bureau, 2020).
The changing dimensions of working have created 
new opportunities for the organisation to ascertain 
its practices more technology-friendly. The 
development from the basic approach of services 
to customers, product and services development, 
availability of offerings are the external factors 
going to get affected by the pandemic in long 
run. The internal approach towards employees 
from physical interaction to the internet-based 
interaction, evaluation, and execution are the 
changing dimensions of working.
Under the HR practices of any organisation the 
future demands for the redesign of the existing 
jobs in the organisation. The redesign requires the 
implementation of remote working factors in the job 
profile of a different individual which will contribute 
to creating the standards against which the obtained 
performances will be measured. The preparation 
in these dimensions will enhance the capacity of 
each organisation to sustain in any such future 
contingency. Remote based cultural development, 
enhancing the employees’ performance, assessment 
of performance, rewarding the employees, 
counselling the employees, facilitating the health 
support to employees, and many other fundamental 
requirements will be addressed through the 
continuous improvisation in current practices.

DISCUSSION

The studies regarding workforce, workplace at the 
time of pandemic provide that the working norms 
are needed to be adhering to ensure health safety 
at the workplace. Working conditions include 
measures like social distancing to be executed while 
executing self-care, awareness, self-diagnosis, etc. 
inside the premises. The impact of the pandemic 
is potentially affecting the labour force whose job 
nature requires physical presence in the premise 
leading to the threat of unemployment and even 
bread and butter. The solution to this can be the 

avoidance of gathering within the premise of the 
organisation but is restricted to the specific nature 
of the job which can facilitate the option of WFH/ 
remote working.
The feasible jobs for WFH become oriented for such 
practices temporarily or permanently. The increase 
in WFH practices is sharp in the global scenario. 
Such changes have developed the change practices 
at the job profile level contributing to the new job 
creations for the future asking for new competencies. 
The favourable conditions for the employer are that 
the practice of WFH facilitates the cost reduction in 
terms of the daily variable cost of the workplace, 
maintenance of norms alignment of reopening 
business after lockdown, medical facility cost 
reduction, etc. While adhering to social distancing 
norms existing organisational infrastructure can be 
a hurdle that is solved through the use of remote 
working/telecommuting/WFH.
Managing the virtual team, remote level leadership, 
and enhancing WFH skills are the new challenges 
for gaining productivity. Issues of WFH like work-
life balance, separation of personal and professional 
life, work-stress, psychological isolation, etc. are 
a matter of new policy framework on which the 
organisation has to emphasise. Indian scenario of 
WFH has acceleration in a shift towards remote 
working but encountering the inefficiency of workers 
to cope up with the changed conditions. To mitigate 
the concerns and challenges proper policy need to 
be frame out by the Human resource development 
department. To handle the concern of the labourers’ 
government required to intervene in the policy 
matters of the organisation so that job security and 
health safety can be ensured to the workers.
The study is restricted to the qualitative analysis of 
the previous researches, thus further research can 
be carried to identify the responsible factors for 
obtaining the right set of strategies, decisions and 
actions in post-pandemic. The future study can be 
carried in the area of HR policy framing including 
the job analysis to evaluation, maintenance, and 
sustainable development of the organisation. 
Changes and impact in the existing nature of job, 
culture, product, employer-employee relation, 
etc., related study can be carried for a better 



49

understanding of strategies required to mitigating 
such situations in the future. Identified importance 
of different factors of working conditions, pandemic 
has further emphasised over understanding of 
employees’ perspective to be consider significantly 
for managing the situations. Importance of work 
life balance is being recognised as an area of 
further research so as to mitigate the concerns and 
preparation for unseen future.
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ABSTRACT

The social theory of modernisation view technology change is proportional to the occupational distribution 
of skill in the ecosystem. The conflict between the human factor and technology is the consequences of 
industrialisation. The study of the human factor in work is debated with industrialisation; the industrial 
revolution movement is described in four phases and the present phase is categorised as industry 4.0. 
The rate of change in technology is directly proportional to the required skill change. The HR roles are 
defined based on three orientations, i.e., technology, social and environment or HR practices.
The analysis based on benchmarking of selected eight articles on HRM in the context of changes and 
future is reviewed and common factors are codified. The artificial intelligence introduction is bound to 
redefine the skill requirement for the HR function. The manual-based skill versus technical based skill 
in new-age dynamic technological era increases machine dependence of the HR roles. The descriptive 
analysis is done with the hypothesis technical skill pre-dominates human skill in future HR employment 
consideration.
The HR orientation and Environmental and Societal Orientation shall be technology-dependent. The 
impact shall be on all the functional areas of business operations. The extent of technical skills is bound 
to be larger across the categories of workers, staff or executives in the new-age workplace. The HR roles 
in the future require human-techno skills for administering and management.
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INTRODUCTION

The development and growth of the economy are 
linked to modernisation. The key dimension to 
modernisation changes in technology. The social 
theory of modernisation view technology change 
is proportional to the occupational distribution of 
skill in the ecosystem. The socio-technical approach 

of Leavitt (1965) and post-industrial society theory 
of Bell (1899) proposed technology is the culture 
of the future society. The conflict between the 
human factor and technology is the consequences 
of industrialisation. Scientific management has 
materialised human work and standardised it based 
on methods. This phase redefined the skills set on a 
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method of work rather than on artistic quality. The 
traditional definition of skill is the ability to do work; 
the subject of skill is an accomplishment.
The Hawthorne experiments by Elton Mayo (1933) 
highlighted the importance of the human element 
in a formal and informal organisation. The human 
relations skill gained prominence since the success 
of these experiments. This experiment saw the 
emergence of the indomitable human spirit as a 
priority over technology.
The study of the human factor in work is debated 
with industrialisation; the industrial revolution 
movement is described in four phases and the 
present phase is categorised as industry 4.0. The 
skill is redefined in the contemporary industry 4.0 
phase. The indomitable human spirit is threatened 
and is being challenged by emerging technology.
The industrialisation was defined by Marx (1863) 
as the process when surplus value is increased by 
decreasing the dependence on social labour with 
technology. The alienation of human factor with 
the application of technology is severely criticised 
by Marx (1863) & Durkheim (1959).
The skill-based on technology is attributed by Marx 
(1863) to the capitalist strategy to decrease labour. 
The monotony of work on account of repetitive tasks 
makes skill redundant. The skill redundancy results in 
anomie with suicidal tendencies (Durkheim, 1959). 
The skill is the focus in the conflict of technology and 
the human factor. Barney (1991) approach to human 
resources as a holistic composition comprising the 
skill and demonstrated ability to apply the skill is 
formalised as a resource-based viewpoint.
The fourth phase is rapid and disruptive in 
comparison with the other three phases. The rate 
of change in technology is directly proportional 
to the required skill change. The skill orientation 
and human employment are rationally linked. The 
dehumanisation of the work process is the key 
element of industrialisation. The skill orientation 
for industrial jobs has replaced the dependence on 
artistic or traditional skill.
The history is likely to repeat with disruption to 
nature of work and skill (Brown-Martin, 2017). 
The current phase of industry-technology interface 

with fourth age technology will make jobs and 
skills disappear (Drexler, 2016). The next stage in 
the evolution of people-oriented HRM will likely to 
replace the skills for HRM.
The role is a set of expectations derived from a 
position (Pareek, 1998) and the set of skills for the 
performance is the role skill set. The HR roles are 
defined based on the orientations required by the 
changes in the internal and external environment. 
The dimensions of these orientations are either 
technology, social and environment or HR practices.

METHOD

The analysis based on benchmarking of selected 
eight articles on HRM in the context of changes 
and future is reviewed and common factors are 
codified. The benchmark is on three orientations, 
i.e., Technological, HR and Environment and 
Societal. The redesign of work with changes in 
the methods, manner and level of roles and skills 
in HRM functions are reviewed with the following 
objectives. The artificial intelligence introduction is 
bound to redefine the skill requirements for the HR 
functions. The manual-based skill versus technical 
based skill in new-age dynamic technological era 
increases machine dependence for the operation of 
HR functions. The descriptive analysis is done with 
the hypothesis; technical skill pre-dominates human 
skill in future HR employment consideration.

REVIEW OF LITERATURE

The revolution in technology and its application is 
the basic criteria on which industrial revolution is 
divided into phases. The industrial revolution phases 
are framed successively from Mechanical Devices 
powered by steam and hydro to Mass production 
with electricity to Automation with integrated 
circuits to Networking, Man-Machine Interaction 
and Artificial Intelligence (Schwab, 2016).
The convergence of data and voice technologies has 
improved communication connectivity. The predictive 
ability of the machine is the game-changer in the 
redesign of skills. The customisation of technology 
with work and society is moving at a revolutionary 
phase. The neural capabilities of humanoids with 
human intelligence are vital. The humanoids reduce 
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the cost of employee engagement and improve 
the surplus-value with assisted, augmented and 
autonomous intelligence (Basu, 2018).
The making of intelligent machines with engineering 
knowledge that has the predictive ability is made 
possible with artificial intelligence (McCarthy, 
1955; Turing, 1950). Mc Minsky (1961) worked 
on psychological areas like cognitive abilities of 
the machine. The rationality in decision making 
is the feature of an intelligent machine subject to 
certain program limitation. The bounded rationality 
principle (Simon, 1991) also applies to intelligent 
machines but can be addressed with improved 
program versions. The AI is supported by the neural 
schema in decision skills. The learning ability of the 
machine referred to as Machine Learning (Robins, 
1957). The Machine Learning enables cognitive 
abilities. The emergence of cloud computing, big 
data analytics, the Internet of Things and Robotics 
is the new technology environment.
The process-automation is operationalised with a 
machine by applying AI. The word ROBOT is derived 
from Czech word Robata meaning forced labour, 
Robot is a humanoid and operationalised with 
artificial intelligence (Capek, 1923). The ability of 
the Robot to work as human beings and do some 
critical functions has made it an important invention. 
The machine is capable of being programmed. The 
ability of these machines to do different tasks with 
precision by using networking is possible through 
the Internet of Things (Minerva et al., 2015). 
The ability to operate remotely and do several 
operations without human presence has made it 
widely acceptable.
The transaction in recorded or codified form is data. 
The data created is in unstructured form is very big 
and required to be warehoused; the retrieval is 
processed with program codes. The ability to convert 
the raw data into information with programmable 
statistical methods for prediction and decision- 
making has made it important. The application of 
big data in the fields of cognitive analysis, thinking 
and prediction is going at a rapid phase (Schroeck, 
1999).
The inter-disciplinary and cross-functional nature 
of these technologies in reach and application has 
resulted in new workplace procedures, practices 

and replaced humans. The workplace practices and 
procedures were disrupted by these technologies in 
new-age Industry 4.0. The disruption is widespread 
and reminiscence of the first Industrial Revolution 
First Phase. The impact of disruption is widespread 
on practices and employment due to rapid changes, 
shorter life-cycles of new technology on account of 
the emergence of newer technologies (Schwab & 
Samans,2016).
The Human-Robot Interaction is at a nascent stage, 
cobot a short form of the robot which works side-by- 
side with human beings or known as a collaborative 
robot (Edward et al., 1996) are deployed at work 
floors in manufacturing and services. These cobots 
work along with humans; takes orders from 
and collaborate with the human workforce. The 
augmented reality has the potential to replace 
workplace design, learning and troubleshooting 
(Porter, 2018). Davenport & Ronanki (2018) conclude 
the trend of cognitive automation with robotics is 
focus on business processes, insights through data 
analysis and engaging with stakeholders.

NEW ROLES OF HR

The new roles of HR function are shortlisted 
from selected eight articles which are finalised 
based on change and future as the criteria. The 
roles of HR are grouped under three orientations, 
i.e., HR Orientation, Technology Orientation and 
Environmental and Societal Orientation.

HR Orientation Roles

The eight articles unanimously agree on the future 
HR roles with HR orientation emphasis on workplace 
diversity, flexibility, democracy, stakeholder role and 
protector of Human Rights.

Technology Orientation Roles

The future HR shall be technology savvy with skills 
to navigate the technology devices. The big data 
applications for HR predictions and modelling are 
essential. Further, good governance and ethical roles 
in the deployment of artificial intelligence and other 
electronic technology. The technology adaptation 
in the HR roles with blended learning-enabled with 
augmented and virtual reality.

A Study of New Roles...
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Table 1: Mapping of HR Roles and their Orientations
Authors HR Orientation Technology Orientation Environmental and 

Societal Orientation

Tina H. P. Kowalski & 
Wendy Loretto (2017)

Flexibility; Well-being Navigating Technology Sustainability;
Environmental Concern

Ravin Jesuthasan
Tracey Malcolm and 
SusanCantrell (2020)

Make work portable across the organisation.; Share 
employees in cross-industry talent exchanges; Loan
Employees

Accelerate automation

Jeanne Meister and
Karie Willyerd (2010)

Worker Well-being; Recruit for Skills; Workplace Experience 
a Top Priority

Humans + Bots as The New Blended 
Workforce; New Use Cases of AI 4 HR; 
Building Ethical AI; Power Skills=Digital Skills 
+ Soft Skills + Thinking Skills; Virtual Reality 
for Corporate Training; Blended Learning

Workplace 
Environment for 
Physical, Emotional, 
and Environmental 
Attributes

Osezua, Ehiyamen M.
and NKOGBU, Godfrey
Oshilim (2016)

Transparency of all peoples’ data; Accelerated expectations 
for careers; Employees are overwhelmed; New models of 
leadership

The enormous power of data and science

Tony Dundon and
Anthony Rafferty (2018)

inequality of reward strategies; Talent management and the 
cult of the individual; High-performance work system and 
shareholder sovereignty; Hyper-Individualism

Investor Capitalism

Otilia Albu and Lucia
Morosan-Danila(2009)

Workplace Diversity; Talent Management; Organising Talents 
Strategically; Control and Measure Results; Motivational 
Approaches

Executive Information Systems;
Managing EIS

Fang Lee Cooke, Randall
Schuler and Arup Varma
(2020)

Employee voice; Diversity and workplace inclusion; 
Employee well-being and employee resilience; Crisis 
preparation and management; HRM strategy and business 
strategy; Convergence-divergence of HRM system

Green HRM

Ina Aust (Ehnert), Brian
Matthews, Michael
Muller-Camen (2020)

Common Good HRM; Business Human Rights as a response to 
inwork poverty and exploitative working conditions; Workplace 
democracy and self-management; Employment creation as a 
response to (youth) unemployment and job insecurity

Socially Responsible
HRM; Green HRM; 
Triple Bottom Line HRM

The surplus employees may be outsourced to earn 
for the Organisation, the sharing and loaning of 
employees is a new domain role for non-staffing 
Organisation.
Meister & Willyerd (2010) are particular on 
automation with new-age technology domains and 
predict the integration of artificial intelligence, big 
data and automation of the workplace. The humans 
and artificial bots are to share the roles and identified 
the skill requirements as Experience a Top Priority, 
Humans + Bots as The New Blended Workforce, New 
Use Cases of AI for HR, Power Skills=Digital Skills + Soft 
Skills + Thinking Skills, Virtual Reality for Corporate 
Training. Blended Learning and Recruit for Skills.
Osezua, et al. (2016) are futuristic with the role of 
data science in HR roles. The individual evaluation 
with investor capitalism (Dundon & Rafferty, 2018) 
and information system flow (Albu & Morosan-
Danila, 2009) influence future HR roles. The green 
HR practices with sustainable practices for employee 
and society well-being impact in the design of the 
HR roles (Cooke et al., 2020).

Environmental and Societal Orientation Roles

The sustainable development with environment 
protection inbuilt in HR policies and procedures are 
statutory and wealth maximisation strategies of global 
companies. The concern to preserve society with 
life-giving green protection is the new HR roles. The 
sustainability, green enabler and society concern roles 
are a priority. The technology for green operations 
and sustainability requires green technology.
Kowalski & Loretto (2017) with external environment 
as the condition has discussed HR impact will be 
particular on Flexibility, Well-being, Navigating 
Technology, Sustainability and Environmental 
Concern. These factors are integrated with employee 
well-being and environmental protection. The future 
skills of the HR function are required in the roles 
for leveraging employee skills as a strategic profit 
centre (Jesuthasan, et al., 2020). These roles pertain 
to Make work portable across the organisation, 
accelerate automation, Share employees in cross-
industry talent exchanges and Loan Employees. 
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The HR orientation and Environmental and Societal 
Orientation impacted by the Technology Orientation. 
The technology skills are predominantly present 
in future HR roles. The hypothesis, technical skill 
pre-dominates human skill in future HR roles is 
determined based on the above argument.

DISCUSSION
HRM trends and changes

The long history of HRM evolution is linked to 
the changes in technology. The approach for 
understanding has traversed from classical, neo-
classical to human relations. The scientific approach 
was denounced by the human relations approach 
practitioners for its rigid methods in evaluation of 
human efforts (Schoen, 1957). The scientific approach 
was severely criticised and attributed to the cause 
of alienation. The human factor is the controller of 
technology and vice versa, the rapid development 
of technology has made many workplace processes, 
operations of machines possible with least human 
intervention (Paauwe, et al., 2013). The human 
interaction with the machine is the feature of the 
new-age Industry 4.0 technology. The scientific 
principles are again revisited and humans are slaves 
to electronic machines, unlike earlier mechanic 
machines. In the new age, humans are required to 
handle intelligent machines and humans (Lansbury 
& Bamber, 1989).
The Human Resource Management has originated 
to plan, organise, direct and control the human 
element in the Organisation. The skill requirement 
for a human to operationalised the automation 
process and robotics need new skills. The new 
neural schema intelligent machine is interactive 
with human beings and works on its subject to 
algorithm limitations (Edward et al., 1996). The 
role of human resource manager goes beyond the 
normal functions to acquire, develop, compensate 
and maintain. The new skills required include 
communicating and coordinating with machine and 
humans. The workplace is inundated with cobots, 
robots under the control of humans. The manual 
skills for routine activities shall be replaced with 
the cobots or robots (Harris, 2009). The future 
job will be more technical and the skillset for 
different roles The HR functions were automated 

with new-age technologies. The attendance, leave 
approval is online and performance management is 
computerised. But, the extent of the application of 
technology to HRM function is limited to networking. 
Shruti Chadha (2018) explains the hiring process 
is benefitted by screening, experience check, 
re-engagement, onboarding, Offer-Acceptance 
procedure and scheduling. 

Skill Challenges

The challenges to HRM functions for skill redesign 
are elaborately discussed in the following lines.
Staffing: The skill deficit is substituted with vendor- 
based outsourcing model. The trends predict BPO 
operations shall be handled by cobots (an intelligent 
answering machine capable of learning through 
Machine Learning. The impact of Industry 4.0 results 
in manpower reduction. The skills required are 
abilities in new age-languages and platform-based 
software.
Learning: The learning and development for skill 
acquisition in the new-age technology environment 
is differential. The technology application in all the 
disciplines of knowledge is a characteristic feature. 
The augmented reality provides stimulated real-
time experiences and enables learning. The learning 
methods and platforms for skill acquisition across 
the functional disciplines have changed. The new 
pedagogy for learning is aimed at enhancing the 
experience for skill acquisition. The new learning 
platforms for skill acquisition are Massive Open Online 
Courses (MOOC), Gamification apps and Virtual Reality 
and augmented reality. The upcoming challenge to 
Human Resource Development function is to conduct 
learning programmes for skill upgradation.
Industrial Relations: The conflict between man-
machine is likely to disturb the harmonious 
conditions in the workplace. The industrial disputes 
are likely on the issues relating to skill redesign or 
reskilling or skill development in the areas – AI-based 
technology introduction, workforce rationalisation, 
skill up-gradation, automation of manual work and 
redesigning work processes.
The culture of joining trade unions has spread to 
the IT industry. In the recent phase of retrenchment 
on account of skill changes, the issues are taken 
up by the two trade unions, i.e., The Forum for IT 
Employees and IT Employees Association.

A Study of New Roles...
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CONCLUSION

The technology revolution is rapid and the current 
emerging evolution period is considerably lower in 
comparison with the earlier industrial revolutions. 
The faster networking with considerable skill, 
intelligence and Machine Learning will change 
the structure of organisation, its processes and 
procedures. The future workplace requires a new 
skill set which is integrated with the operational 
knowledge of technological devices. The skill 
definition in the new-age dynamic workplace will 
be technical and replaces manual work. The skilled 
process will be less artistic or personal and more on 
process automation.
Technology orientation influences HR roles. The 
HR orientation and Environmental and Societal 
Orientation shall be technology-dependent. The 
impact shall be on all the functional areas of business 
operations. HRM practices will be empowered 
and augmented with new-age technology tools. 
Therefore, the HR functional skills for the domain 
areas are to be acquired and applied at the 
workplace. The original skill classification as technical 
skill, human skill and conceptual skill is relevant. 
The technical skill in new-age technology handling 
at the workplace is relevant for managerial or non-
managerial positions. The extent of technical skills is 
bound to be larger across the categories of workers, 
staff or executives in the new-age workplace. The 
HR roles in the future require human-techno skills 
for administering and management.
The new-age technology henceforth will make 
the workplace functional skills specialised. The 
technology is the medium to reach the stakeholders 
i.e., employees, employers, customers, suppliers 
or society. The functions will be more technology-
enabled with additional skills. The Organisational 
Excellency is enabled only with the strategic 
interlinking or adopting the new-age technology 
environment. The fourth gender, i.e., robots are likely 
to replace the human workforce in manual, routine 
and intelligent operations. Human intelligence will 
reach the next stage to adapt to the new learning 
and skill environment.
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ABSTRACT

In times of continuous transition, the environment also presented possibilities for numerous organisations. 
However, seizing those opportunities needed competent and adaptable workers, a strong and innovative 
mentality, and significant adjustments to the status quo in organisational development. The current 
study focuses on organisational development literature from notable publications recognised by the 
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organisational development, the distribution of those types of literature by journals and years, and the 
various purposes for which those studies considered organisational development as an intervention 
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INTRODUCTION

Organisations operate in a dynamic environment 
where external (markets evolve, new competitors 
emerge, and technology evolves) and internal 
(employees come and go, cultures move, and 
leadership priorities change) aspects are continuously 
in flux. To have the most significant impact on the 
organisation’s attainment of its goals, companies 
frequently find that past method that had been 
successful need to be modified. Furthermore, to 
maintain commercial performance, organisations 
must be able to adapt to the ever-changing nature 
of the workplace. Yet what happens when there 
is a lot of enthusiasm for a change attempt and a 

lot of information about the change, but nothing 
changes, is a problem in any change process that 
change practitioners will recognise. Why is acting 
so challenging during any transformation process? 
We are currently attempting to comprehend the 
solutions to these concerns as both academics and 
practitioners.
The study of improving organisational performance 
and effectiveness through proper intervention 
techniques is known as organisational development 
(OD). The goal of an OD intervention is to modify 
an organisation’s various features, including its 
technological structure, human processes, and 
human resource management. Typical examples of
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interventions include business reengineering, team 
building, leadership development, job enrichment, 
performance evaluation, planning, goal setting, 
etc. When creating OD programmes, it is essential 
to comprehend the organisation’s issues and 
concerns (Yip & Lee, 2017). The pace of change 
over the past ten years has tested the traditional 
management approaches to the point where the 
main organisational challenge is now how to modify 
the organisational structure to the kinds of issues 
that will need to be resolved rather than how to 
incorporate new strategies into the established 
organisational patterns (Kaufmann, 1972). 
Organisational development is a prevalent issue 
today and is typically portrayed as a fundamental 
tenet for any modern business or industry aspiring 
to greatness and success. For instance, improved 
organisational development and transformation 
have been associated with higher work morale and 
well-being. These, however, seem to represent an 
unresolved tension with ongoing, albeit sluggish, 
organisational change to improve management and 
organisation as we look to the future. Organisational 
development facilitates the use of information 
for businesses operating in quickly evolving 
environments.
This study focuses on the numerous literary works 
published in journals on the ABDC list. By examining 
papers from diverse literature genres, this study 
seeks to identify workplace outcomes following 
organisational development (OD) interventions in 
multiple firms. This study also outlines the paper’s 
constraints and the potential for future research.

RESEARCH QUESTIONS

The following research questions are part of this 
study:
1.	What are the trends of organisational development 

literature in various influential journals?
2.	What is the journal-wise distribution of the 

literature?
3.	How is organisational development given 

significant emphasis in those selected papers to 
gain momentum and help organisations, which 
may help them bounce back and sustain during 
continuous change?

LITERATURE REVIEW

Organisational development is typically thought of 
as a system with broad applications. It comprises 
scientific data on management, public administration 
and developments to resolve organisational 
problems. It is demonstrated in managing the 
organisation’s projected planned change for its 
positive advancement and development. It entails 
implementing various techniques, strategies, 
reinforcements, and tactics to improve the 
effectiveness and efficiency of the organisation 
(Santiago & Carlos, 2020). The design or redesign 
strategy of organisational development is suitable 
for achieving this goal. As an organisation adapts 
to external (and internal) changes, OD interventions 
can establish a flexible and versatile set of values 
and direction. OD concentrates on enhancing 
capability and effectiveness. Common characteristics 
of OD include a “behavioural sciences” viewpoint, 
“systematic” and “planned” approaches to change 
and an emphasis on improved organisational 
performance. There may be a connection between 
OD and HPWSs and a socio-technical paradigm 
because both focus on people and creating  
systematic procedures and adaptations for 
workers. This endeavour should constantly improve 
operational efficiency (Pereira et al., 2021).
Moreover, OD is more than passive development; its 
goal is action, planned change, and a concerted effort 
to solve interpersonal issues within the organisation. 
Increased organisational effectiveness is the goal 
of OD, a behavioural as opposed to an attitudinal 
measure. OD programmes often start with individual 
attitudes and use conflict and group experiences as 
their primary learning strategy (Strauss, 1973).
It is feasible to create effective organisational 
development initiatives, learning and personal 
development procedures, and structures in times 
of change and complexity that support human 
and social systems and promote unique levels of 
flexibility and persuasive action. Therefore, the 
goal of OD is to assist in facilitating change through 
greater knowledge of how complex, adaptive 
systems function and interact while keeping in 
mind that large changes are invariably cultural and 
that change in group behaviour is always social.  
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The cultural foundation needs to be controlled 
(Stevenson, 2012). Creating a new technology like 
BIM is frequently linked to in-depth organisational 
and industrial growth considerations. It has always 
been challenging to foresee how a technology will 
be used (Linderoth, 2017). Only when an enterprise, 
such as a nation or state, has self-developing 
employees who live in a social context and utilise 
their inherent potential.
Jeseviciute-Ufartiene et al. (2014) emphasised 
that a person’s self-development has nothing to 
do with circumstances or conditions that may be 
predicted based on their characteristics. One’s 
chances of achieving their goals and the goals of 
others are increased through the procedure. The 
self-development of an organisation’s employee’s 
resources is important since everyone has resources 
within them, even though they must be in a 
community that fosters growth.
Organisational change and development result 
from members’ reactions to the external world as 
complicated, uncertain, and dynamic. Discontinuous 
changes, such as those brought on by acquisitions, 
diversification, or rapid expansion, are unavoidable 
for modern businesses. Numerous of changes also 
strain organisational members’ comprehension of 
their identity, particularly their perception of who 
they are and what they stand for as an organisation 
(Laurila & Paalumäki, 2022). An external consultant 
hired by the business, an internal supporter, 
supported by a task group selected by management, 
or a combination of the three is typically used to 
execute OD interventions. On the other hand, a 
successful OD intervention programme depends 
on employees’ ownership and collaborative efforts 
at all levels during the design and implementation 
phases (Yip & Lee, 2017).
In a time of socio-economic unrest, change 
is a necessary component of organisational 
development. One’s confidence in natural events 
and processes is the centre of purposeful trusting, 
founded on a meaningful response to change and 
the corresponding changes that frequently go 
along with it. Success has change built into it. No 
occurrence, in the overall scheme of organisational 
development, is without at least some degree 

of purpose, according to those who have faith in 
change (Darling et al., 2012).
It is not all that unions do to “resist change.” 
They might also coordinate employee resistance 
to management-driven change at the same time. 
Additionally, their existence offers an opportunity to 
participate in a progressive process that recognises 
and considers the interests of many stakeholders. 
Unfortunately, this pattern of behaviour was 
reflected in most of the OD research built on this 
work. Unions and other official or unofficial worker 
organisations are rarely mentioned in this field of 
study (Kochan, 2019).
It is challenging to bring about organisational change. 
Despite the opportunity for active participation 
provided by the silence, the expectations or wishes 
of staff members for the continuation of the 
previous contribution practises or for someone to 
take the lead work against the desire to bring about 
change (Dupret, 2019). Your ability to influence 
organisational change depends on who you are and 
your position. Numerous studies have examined 
how a person’s position in the hierarchy, such as 
senior or middle manager, affects their capacity to 
influence change (Nigam et al., 2022).
A change process cannot and should not be purely 
logical. When forced to change or given external 
stimuli, we do not perceive ourselves as physical 
particles with neatly pre-determined trajectories. 
Additionally, when these situations arise, we tend 
to act more cycle-like and recursively, to progress a 
lot but to fail to appear to function or move in the 
“correct” way. The latter is the norm, and because 
it involves deliberate change initiatives mixed with 
standard top-down change programmes, most of 
us associate it with resistance (van Nistelrooij & de 
Caluwé, 2016).
People who the change would impact should 
actively participate in the planning process of an OD 
intervention program (Yip & Lee, 2017). A champion 
profile that can carry the change to the desired 
outcome for the organisation is something that an 
OD consultant will need. The client must designate 
a person who has the power to make decisions 
and is well-liked by the organisation’s staff. Since 
they will collaborate closely, the champion and the 
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OD consultant must get along. For the consultant-
champion partnership to be successful, the client 
must grant the OD consultant some latitude 
(Mcewan, 2018).
OD encourages creativity in team development, 
knowledge creation, knowledge transfer and human 
resource management. The management team 
can create a strategic roadmap for organisational 
development activities by matching the desired 
goals with the recommended actions for each time 
period (Chutivongse & Gerdsri, 2020). Because 
innovation is viewed as a process of individual and 
group learning intended to identify new methods 
to solve issues, organisational learning can serve as 
both a catalyst and a driver of innovation (Palacios-
Marqués et al., 2021).
Organisational developments do not happen 
spontaneously or are not influenced by social, 
cultural, or other institutional forces; rather, they 
are partially influenced by the interactions of the 
relevant individuals. It implies that organisational 
learning involves simultaneous personal and 
organisational development. The benefit of 
approaching internationalisation from a learning 
perspective is that it promotes an understanding that 
organisational progress is not the consequence of 
either planned effort or environmental adaptation. 
These two viewpoints of adaptation and action are 
combined with the emphasis on learning as actors 
are seen interacting within institutional contexts 
(Osmundsen, 2013).
The staff development programme also influenced 
general organisational development (Barth & 
Rieckmann, 2012). Moreover, managers can 
largely influence the social learning environment 
by controlling organisational development (Cheng 
& Ho, 2019). Cooperation and learning-focused 
organisational development programmes have an 
immediate positive impact on business proprietors 
and long-lasting effects on business confidence, 
clarity, and action (Gray & Jones, 2016). Organisation 
development and learning can be incorporated into 
the crisis management planning platform to boost 
resilience in handling crises (Leong & Hancer, 2014).
Direct and indirect experience-based learning are 
complementary: Organisations are better able to 

learn from the experiences of other organisations 
the more they can learn from their own experience 
(Argote et al., 2021). Large organisations are well 
known for investing in organisational development 
and learning (OD/L); by doing so, they promote 
workforce learning. Employees are consequently 
more capable of changing with the times, being 
creative, and taking part in change as needed.  
Retaining a talented workforce that can perform 
successfully in times of change is essential to 
developing individual and organisational resilience. 
By doing this, individuals can participate in a 
bigger organisational culture and profit from the 
OD/L benefits that larger firms can apply. This also 
encourages peer business growth (Gray & Jones, 
2016). But organisational learning was hampered by 
bureaucracy, which significantly criticised it (Clegg 
et al., 2016).
Employers and managers could use the OD action 
process to identify hazards and address them by 
altering standards, practises and policies. An expert 
researcher was hired to produce work-group reports 
that specifically highlighted stress risks as identified 
from the ODS (organisation development survey) 
(including elements of job structure [e.g., levels of 
demands and control] and quality of performance 
management as well as change management) to 
assist the organisation in implementing the desired 
change processes. To conduct workshops to develop 
capacity, the organisation also employed outside 
change agents (Dollard & Gordon, 2014).
There are always personal obstacles to overcome, 
and after switching from a generalist HR position to 
an OD position, one of the biggest was to resist the 
want to get too entangled in the operational side of 
things. It can be challenging to strike a balance even 
when you know that the operational side of any 
transformational work you conduct is vitally essential. 
The main difficulty was the lack of awareness of OD 
and the significant amount of anxiety surrounding 
the flag of “organisational change” (Bell, 2013). The 
theory of positive organisational development aids 
other organisations in obtaining the same resources 
required for sustainability (Mannen et al., 2012).
The internal evaluation played a critical role in fostering 
organisational development by assisting in timely 
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programme adjustments in response to feedback and 
changing circumstances (Seppänen‐Järvelä, 2005). 
Meaningful organisational development is facilitated 
by effective transformational crisis management 
(McCray et al., 2012). Employees who do not 
receive organisational development may withdraw 
from leaving the company (Hoobler et al., 2014). To 
effectively manage organisational development, all 
employees must be properly represented (Santiago 
& Carlos, 2020).
Organisational development programs can 
potentially support the development of management 
and leadership skills among employees in various 
spheres of employment. Access to effective human 
resource management (HRM) systems is necessary 
for managers who want to conduct employee 
development programmes for new and existing 
employees. Employers and employees benefit from 
implementing effective career development systems, 
which also improves organisational performance 
(Pinnington et al., 2022).
The lack of a solid theory to base situation 
assessment and strategy development is one of 
the challenges facing attempts at organisational 
development. Most of the time, consultants already 
have their preferred approaches, which reflect their 
theoretical perspectives and biases (Dale, 1972).
Leadership is a successful organising tactic positively 
associated with many performance indicators 
and successful organisational development and 
transformation (Löwstedt et al., 2021). Therefore, 
it is critical to research the role of organisational 
leadership in organisational development.

ROLE OF ORGANISATIONAL LEADERSHIP

A leader’s response is essential to handle 
communication challenges and supporting 
organisational development. Effective organisational 
development largely depends on the attitudes and 
positive emotions that an organisation’s leadership 
fosters. To inspire, mentor, create, and produce under 
the circumstances unlike any other, a leader must 
be sensitive and creative in attitude and thought 
processes, emphasising enhanced organisational 
development (Darling et al., 2012).

Innovation implementation requires the purposeful 
and intentional involvement of organisational 
leadership. In other words, to build a competitive 
advantage that improves organisational 
development, the management of African service 
organisations must provide an environment for 
innovation creation and be actively involved in its 
implementation (Sanda, 2017).
To improve the effectiveness of their interactions, 
these leaders must adapt their organisational 
development strategies in accordance with how 
they want to relate to, interact with, mentor, and 
communicate with others, as well as how they 
believe others will react. By better understanding 
and addressing the needs of employees and other 
stakeholders, leaders can strengthen stakeholder 
ownership of organisational activities, increase 
levels of participation, and reduce social instability. 
Leadership adaptability and sensitivity under social 
and economic difficulty and operational instability 
are improved by a leadership response that fosters 
considerable organisational development (Darling et 
al., 2012).
To foster organisational growth and monetary and 
non-monetary progress, top executives can impact 
how resources are allocated and used. Leadership 
offers the vital strategic direction for the execution of 
a strategy and the subsequent success in the market. 
The role of leadership in organisational development 
can be credited to the volume of studies on the 
impact of leadership on business performance over 
the past few decades. Top management facilitates 
organisational development by predicting the 
development of strategies and ensuring the critical 
strategic congruence between an organisation’s 
strategy and its external environment. Businesses 
that effectively integrate people and procedures 
for organisational development are increasingly 
recognised as having a competitive advantage thanks 
to intangible assets like leadership orientation, 
culture, skill, and competence (Anning-Dorson et al., 
2017). Every academic management is responsible 
for organisational development, and the only way to 
manage the process is through creative innovation 
(Arif, 2016). The slow growth rate may result from 
the business owners’ ignorance of the expansion 
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of their organisation. Environment changes will 
affect organisational growth, which the organisation 
should keep an eye on. The organisational life cycle 
is one tool that may limit an organisation’s growth 
because an organisation’s age alone cannot predict 
its expansion rate (Andriani et al., 2019).
Top managers impact organisational development 
by creating and upholding value systems that 
boost productivity across the board. The impact 
of leadership on organisational development is 
anticipated to be significant in situations where 
the followers’ expectations are high due to a high-
power distance. Thus, organisational leadership 
establishes and maintains an environment 
that allows for the successful application of 
tactics like innovation to advance organisational 
development. Top management not only acts as 
a predictor of strategy creation but also offers the 
essential strategic match for strategy execution to 
accomplish organisational development in the form 
of enhanced company performance. To advance 
an organisation, organisational leadership must 
actively and consciously apply innovation in a 
culture that encourages hierarchical hierarchies. Top 
management should support the environment for 
such innovation development and participate in its 
implementation to establish a competitive advantage 
that promotes organisational development (Anning-
Dorson et al., 2017).

ROLE OF STRATEGIC COMMUNICATION

Communication value generation is important 
for organisational development (Johansson et al., 
2019). Organisations use strategic communication 
because communication contributes to their 
effectiveness, trust, and legitimacy, which are 
important for efficiency, and is significant in 
preserving, improving, or changing stakeholders’ 
perceptions of an organisation. Additionally, 
strategic communications support the organisation’s 
identity among its workforce and organisational 
culture by reinforcing, enhancing, or changing it. 
It might encourage openness and honesty among 
team members, the company, stakeholders, and the 
general public (Falkheimer, 2014).

Ways to implement organisational development 
interventions

Tobin (2013) suggested ways that can lead to 
organisational development. Firstly, be sincere and 
genuine and inform people if there will likely be 
layoffs. Second, organise people. Bring together 
individuals from all nations, either in person or 
online. Get people to collaborate in international 
teams and assist them in getting to know you 
and one another—study several languages, their 
vocabulary, and various cultures. Third, with 
an authoritarian strategy, the leader reverts to 
telling the subject, “You have to change.” If you 
try to change people, you will inevitably fail. You 
cannot change anyone. Rather, you can alter their 
behaviour and give them chances to grow. The 
change in you will make them behave differently 
toward you. Fourth, culture has a big impact on OD. 
People may find it challenging to suggest growth 
requirements in settings where dissent is valued. 
Fifth, not every country or department could apply 
a perfect OD model. It doesn’t stop some people 
from trying to create “the model” they want people 
worldwide to use. Finally, even while growth and 
change may be urgently needed, they don’t have 
to begin immediately. When someone speaks too 
quickly, they convey what they mean to the listeners 
and divert their focus. Without a clear destination, 
people will squander time zipping through their 
days.

RESEARCH METHODOLOGY

The research approach used to accomplish the 
various goals of this work is described in more detail 
below.

OBJECTIVES

The research paper has the following objectives
	 A.	 This paper aims to study the trends of 

organisational development literature in various 
influential journals,

	 B.	 To understand the year-wise and journal-wise 
distribution of literature in organisational 
development.
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	 C.	 To analyse the beneficial effects of OD 
interventions detailed in the literature, which 
helps conclude that OD intervention can support 
organisational development to cope with all 
stressful situations through organisational 
development.

RESEARCH DESIGN

The current analysis uses a search strategy for 
organisational development papers in reputable 
journals. The search for and finalisation of the 
literature required a few processes. The information 
was taken from studies that had already been 
published.

Search Strategy

The term “organisational development” was used 
to direct a computerised literature search. Scopus 
database was looked for literature. Organisational 
development found 3,293 times in the initial search. 
1,088 articles on organisational growth in accounting 
and business management were discovered by 
Scopus.

Selection Criteria

The articles pertinent to this review were extracted 
using the title and keywords field. A search string 
was created to choose the English-language 
journal articles from the Business Management 
and Accounting subject area that were published 
between 2012 and 2022 till November. The last 
search, restricted to published papers, yielded  
319 results. Additionally, this analysis considered 
163 research publications from ABDC-listed journals.

Selection of Papers for Inclusion

The articles that focused on organisational 
development in business management were chosen 
by looking through the article’s title and abstract. 
To comprehend the pattern and distribution of 
papers from the top journals year-by-year, Figure 1 
shows the 156 articles included in the study. The 
PRISMA Statement was developed to help authors 

publish systematic reviews and meta-analyses more 
effectively (Moher et al., 2009; Pahlevan-Sharif et 
al., 2019).
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RESULTS

The sorted 156 papers were reviewed for further 
study, and their journal-wise & year-wise distribution 
is given in graphical representation with further 
elaboration.

 Journal-wise Distribution of the Papers

The literature selected was then analysed with 
Microsoft excel to aid in understanding the papers’ 
distribution according to the selected journals. The 
selected literature includes 73 journals. For better 
understanding, we take journals with three or more 
published articles. Figure 2 (given on next page) 
displays the distribution of papers in various journals. 
The bar plot shows the number of papers in each 
highly influential journal. The visualisation displays 
that the Journal of Management Development has 
published the maximum number of papers, 12 in 
the considered period. In contrast, three journals 
have published three papers each. Development 
and Learning in Organisations and Organisation 
Development Journal were the two journals that 
are the second-highest publishing journal.
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Figure 2. 
                 Source: Author

DISCUSSION

Numerous empirical findings support the necessity 
and significance of organisational growth in the 
context of organisations. The literature was compiled 
from 73 highly regarded journals. This analysis 
discovered that fewer papers are being published 
on OD, with 24 papers published from 2014 to 2022 
compared to 13 in 2014. This demonstrates that 
the amount of OD literature in reputable journals 
that address our first study issue has been lowered. 
Twelve out of the 16 chosen journals indicate 
a downward trend in OD publishing, as shown 
(Figure 2). There are only three and four published 
publications across nine journals. This study clearly 
shows that OD intervention has produced excellent 
effects for organisations.

Year-wise Distribution of the literature

The literature selected was then analysed with 
Microsoft excel to aid in understanding the papers’ 
year-wise distribution. In Figure 3. the study displays 
the trend and the year-wise distribution of papers 
in the management journals. It is shown that the 
maximum number of papers were published in 
2014, with 24 papers, while the year in which 
the lowest publication occurred was 2018, with 
only eight papers. While describing the articles’ 
publication trend in the period, the trend is going 
downwards from 24 papers in 2014 to 8 papers in 
2018. The year 2017 has shown some growth in the 
number of publications, but this growth could not 
be sustained for consecutive years. The downward 
trend in the publication in the considered year shows 
that not much work is happening in organisational 
development for publication in the reputed journals.
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Meanwhile, the publication specifics still don’t 
match how OD treatments are implemented. This 
gap exists due to the evolution of research methods 
and techniques, which have become increasingly 
sophisticated and less useful for addressing the 
practical problems that organisation members 
experience (Austin & Bartunek, 2003). Consequently, 
there is a wide disparity between organisational 
and management behaviour (Rynes et al., 2001). 
To address our second research question or the 
journal-wise distribution of the literature, the year-
wise and journal-wise distributions (Figures 2 and 3) 
show an uneven trend. The third question’s answer 
is expanded using a list of reviews from papers 
published in reputable journals. The importance of 
OD intervention was highlighted in the literature 
from a variety of angles, and this study discussed 
how organisational development initiatives could aid 
workers in different professions in enhancing their 
management and leadership abilities (Pinnington 
et al., 2022). If organisational development is not 
provided, employees may decide not to continue 
working for the company (Hoobler et al., 2014).
Moreover, OD promotes innovation. By aligning the 
desired goals with the advised actions for each period, 
the management team can create a strategic roadmap 
for organisational development activities (Chutivongse & 
Gerdsri, 2020). According to the resilient section of the 
study, the analysis of papers from the chosen journals 
shows that OD can help organisations adapt to change 
circumstances and recover from complex situations.

CONCLUSION

This review article shows a diminishing tendency 
in the literature’s publication in ABDC-recognised 
journals. Similarly, more and more publications 
should be made in highly regarded journals with 
practical implications to influence subsequent 
studies. The results broken down by year show 
a decreasing trend from 2012 through 2022. 
Additionally, several management journals feature 
articles on OD illustrating the necessity, significance, 
and beneficial effects of organisational development 
initiatives. The success of the OD interventions 
and their results suggest that HR should run more 
efficient OD programmes to aid employees and 
organisations in regaining their composure during 
this demanding period of rapid change.

IMPLICATIONS

More and more workplace training programmes 
are required to deal with stressful conditions. The 
literature’s discussion of OD interventions focuses 
on how it affects employees and companies. To 
boost work performance, ensure employee growth, 
and provide customers with services that are 
perfect and delivered with the highest care, HR 
professionals must elevate the OD interventions 
within their firms. To make the interventions more 
useful for addressing the practical problems that 
organisation members experience, academicians 
and practitioners should collaborate and use 
more applicable research methods. Moreover, 
interventions should be conducted following 
the requirement and the circumstance, with the 
intervention designers considering the effects of 
OD intervention on employees and the organisation. 
Also, HR managers may support employees by 
providing necessary interventions to build resilience, 
improving their well-being, upgrading their skills 
and ultimately augmenting their performances to 
benefit the employees in accepting the change and 
performing efficiently under the new normal.

LIMITATIONS AND FUTURE DIRECTION

This investigation was conducted over a decade 
(2012-2022). As a result, additional study on the 
same topic utilising more literary sources is possible. 
The current study is mostly concerned with business 
management and accounting. However, it may also 
be comprehended by concentrating on various 
areas, which could aid organisations and workers in 
coping with difficult circumstances and enhancing 
their performance under pressure.
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ABSTRACT
With the impact of Covid-19 and faster digital adoption, reverse mentoring is gaining momentum. 
Technological advances are changing quicker, and experience may not provide answers to new-age 
problems. Further, technology has collapsed the time and space between mentors and mentees, 
allowing for relationships that are not geographically bound. There is an ever-growing need to know 
what’s changing in the environment and learn from peers. Covid-19 had made many organisations 
embrace and accept technology in their everyday practices. Wherever employees have distanced from 
technological developments and trends, organisational communication, decision making, and overall 
advancement have become an impediment to the faster growth of the organisations. Reverse Mentoring 
(RM) is a critical strategic lever that accelerates digital learning needed for technology integration and 
digital transformation. This transformation generates the need for competence development, including 
skilling and up skilling (Leopold, et al.,2018). The purpose of this paper is to provide a framework for 
the companies to adopt reverse mentoring practices in their organisational approach towards employee 
empowerment and the development of competencies required for the digital future.

KEYWORDS 
Technology Integration, Digitalisation, Digital Transformation

	 *	Associate Professor (People and Performance), SPJIMR, Munshi Nagar, Dadabhai Road, Andheri (West), Mumbai-400 058.
		 Email: sushmita.srivastava@spjimr.org 
	**	Senior Technical Product Manager, IDFC First Bank Limited.  
		 Email: pgp19.shyam@spjimr.org

INTRODUCTION

The impact of Covid-19 has revealed many fault  
lines in the organisational adoption of technology 
and the necessity to embrace it. There is a faster 
change in technology adoption, making the younger 
generation more hands-on with, the newer forms 
of technology than their older counterparts. 
Organisations must tread carefully as “technology 
push” might compel the older generation to leave 
the organisation. On the contrary, a sluggish 
technological adoption might be unattractive for the 
young millennial to work in the company. This may 
require organisations to follow a carefully crafted 
structured approach that will help retain both young 
and older employees.

In the last two years, People had to move to work 
from home because of the impact of the COVID-19. 
The sudden shift to working from home has created 
an environment that had potentially become a 
threat to an individual’s accustomed way of working. 
Conservation of Resources (COR) theory suggests 
that individuals always focus on acquiring resources 
and utilities useful in the present and the future. 
There is an inherent desire to maintain access to 
these resources when there is a perceived threat. 
Covid-19 acted like a threat to many of the people. 
In such situations, individuals seek resource support 
like mentorship to conserve their capabilities and 
relevant resources and acquire newer competencies 
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(Each, et al., 2021). Thus, reverse mentoring 
has become essential in times of Covid-19 for 
organisations as well as for its employees.
The WEF reports have been estimating the job 
consequences of digitalisation. While they estimate 
that 75 million jobs will disappear by 2022,  
133 million new jobs will be created due to  
technology. This would require augmenting 
competencies to navigate the ever-changing 
technology-rich work environments constantly.
This paper aims to provide a structured way to 
approach the inter-generational gap in knowledge 
and how best it can be bridged in organisations, 
given the context of remote work. The current 
technological revolution creates a need for digital 
reverse mentoring. Since millennial are more 
technologically savvy than generation X and Y, their 
help is required to understand and exploit this 
technology. In a reverse mentoring arrangement, the 
workplace dynamics are divergent as an experienced 
professional is paired with a less experienced 
younger mentor to work on a digital task, project, 
or assignment.

REVIEW OF LITERATURE

Reverse mentoring is defined as the pairing of a 
younger, junior employee acting as a mentor to 
share expertise with an older, senior colleague as 
the mentee. General Electric’s former CEO, Jack 
Welch, had introduced a formal reverse mentoring 
program in General Electric (Greengard, 2002). 
It is an innovative way of encouraging learning 
and facilitating cross-generational relationships. 
The primary rationale behind adopting a reverse 
mentoring initiative is that the generational divide 
in organisations is reduced by bringing out a seismic 
cultural change. Putting the tech-savvy millennial 
in a position of power as reverse mentors to 
older mentees makes them connect better with 
the firm and creates a sense of importance and 
belongingness. Reverse mentoring has gained 
widespread popularity in both corporate and 
academic settings (Carter, 2004), (Greengard, 2002), 
(Leh, 2005). Some organisations implementing 
reverse mentoring are Airtel, Tata Steel, General 
Motors, Unilever, Deloitte & Touche, Procter & 

Gamble, IBM, Dell, Unilever, and the Wharton School 
of Business at the University of Pennsylvania reverse 
mentoring has evolved considerably over the years 
(Chaudhuri, et al., 2021).
Reverse mentoring capitalises on generational 
similarities and differences by encouraging 
organisations to recognise, understand, and build on 
generations’ strengths (Murphy, 2012). It minimises 
the knowledge gap for both parties that is essential 
to drive customer satisfaction and increased speed 
to market. Older employees learn social media 
from the younger person, and the younger person 
knows business terminology and industry practices 
from the more senior employee. It also empowers 
emerging and established leaders by bringing 
together different employee generations. “We need 
to stop thinking about it as an ‘us versus them’ 
conversation. It’s a two-way street.” (Chaudhuri & 
Ghosh, 2012). Therefore, participation leads to the 
transfer of knowledge and skill and disseminating 
digital sensibilities and attitudes.
It is also a cultural change that requires organisations 
to continually challenge the status quo, experiment, 
and get comfortable with failure. To achieve 
workplace transformation, the staff needs to 
communicate and feedback their thoughts to the 
top management (Berman, 2012).
To ensure effective implementation, reverse 
mentoring needs specific key enablers before 
initiation in any organisation. (Pandey, 2015). Firstly, 
the mentee (senior colleague) would be expected 
to be a person of high experience and influence. 
It will be critical for the mentee to be willing 
to learn and change and disregard the distance 
that hierarchy typically brings in, especially in a 
“brick and mortar” organisation. That means the 
identification of the mentee is exceptionally critical 
—so much, so that it might be better to handpick 
the first set of mentees. Secondly, the mentor 
(junior colleague) also would need to be willing to 
break typical barriers of hierarchy, state their mind, 
and be knowledgeable and well-performing in the 
skill to be addressed. Thirdly, the organisation needs 
to consider the signalling of such a program in a 
formal and informal setting. It might be possible 
for the organisation to help break level/hierarchy 
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barriers by pairing people from different functions 
and providing them an environment outside of the 
office context to have their discussions more open. 
Once successful in some specific cases, it might 
quickly bring about broader change with more senior 
leaders signing up for it. Once the factors mentioned 
above are taken care of, the process needs to be 
based on fundamental principles. A mentoring 
relationship such as this works best when it evolves, 
in an informal fashion, through a shared interest 
in professional development. The communication 
styles of the mentor and protégé must match one 
another. The younger mentor must also ensure 
respect, sensitivity, and appropriate communication 
towards seniority to ease the challenge of doing 
reverse mentoring work. Thus, by following a well-
considered process, Reverse Mentoring can be 
made to empower younger employees and possibly 
revitalise the entire business on the path to digital 
transformation (Pandey, 2015).
Reverse mentoring has evolved from just being 
a tool for knowledge sharing to become a tool 
for harnessing inter-generational competencies 
(as achieved by Microsoft), breaking hierarchies 
and better access to senior leaders (as conducted 
by PwC), revamping performance management, 
and building leadership pipelines (as achieved 
by LensKart), re-orientation of human resource 
strategies and policies (as used at Accenture, Airtel, 
and Marico) and decreasing attrition rate of the 
employees (as achieved by Procter and Gamble) 
(Garg, et al.,2021).

RESEARCH METHODOLOGY

There are two forms of literature from practitioners 
and academicians developing in parallel. Even though 
literature in reverse mentoring, leader-member 
exchange, and social exchange theory provides a 
theoretical perspective, it does not consider the 
recent developments in the reverse mentoring area. 
New frameworks, including development network 
theory and behavioural management theory, 
answer the factors responsible and the impact of 
the interaction leading to the outcome but do not 
provide the answers to the process of the reverse 
mentoring program. We propose to integrate the 

organisational factors and individual factors that 
contribute to the progress and outcomes of the 
reverse mentoring program. We aim to develop a 
framework that incorporates theoretical frameworks 
and practitioners’ guidance across the literature 
to provide a holistic approach for organisations to 
implement reverse mentoring programs (Chaudhuri, 
et al., 2021). It also involved analysing companies that 
had successfully implemented reverse mentoring 
practices, and learnings from those companies were 
surveyed for proposing the framework.
To arrive at the proposed framework, we analysed 
the critical factors from the literature review and 
came up with the following propositions:
•	 Proposition 1: Behavioural factors arising out 

of the generational gap can affect learning and 
progress in digital Reverse mentoring relationships

•	 Proposition 2: Managing expectations of 
individual participant matters for reverse 
mentoring programs

•	 Proposition 3: Open-Mindedness is necessary 
for the reverse mentoring program for better 
outcomes

•	 Proposition 4: Formal Enforcement of reverse 
mentoring practices can lead to better outcomes 
for reverse mentoring sessions

The reverse mentoring framework depends on 
understanding and identifying the main factors 
through the four given propositions.
Proposition 1: Behavioural factors arising out of the 
generational gap can affect learning and progress in 
digital Reverse mentoring relationships.
The success and continuity of the program are 
hugely dependent on mentor-mentee pairs (Gupta, 
et al., 2020). It is desired that the partners have a 
different set of experience in sectors, departments, 
or companies. More varied differences in their type 
of experience better the learning outcomes. From 
the TATA Steel’s implementation of the reverse 
mentoring program’s expertise, best results are 
possible only when the partners are from different 
functional areas. Strangers are even better. (Gupta, 
et al., 2020). It is desired to have more significant 
age differences while matching and partnering.

Reverse Mentoring as Digital...
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More significant differences in age help to understand 
the different perspectives and reduce the overlaps 
in the way partners think about an issue at hand. 
This also helps to give better views and opinions. 
Generational Gap is necessary for better outcomes in 
the reverse mentoring process. An intergenerational 
program helps engage the employees much better 
and instigates the development of digital offerings 
in a mature product cycle (Gupta, et al., 2020). It 
is also equally important to understand a person’s 
ability to convey their thoughts. This is necessary 
as even if the person has extensive experience and 
knowledge in their domain, if that person cannot 
communicate clearly to the other person, the 
other person may not understand clearly or may 
understand it differently from its intended meaning. 
Without speaking correctly to others, much of the 
innovation and problem-solving potential is lost. 
It is essential to have the ability to communicate 
appropriately (Bischof & Eppler, 2011). People 
participating in the reverse mentoring process need 
to let go of their Ego. If a person thinks that they 
know better than the other person in the team, the 
learning is limited and might not lead to desired 
results. Individuals are more likely to seek help and 
assistance when they are psychologically safe and 
have a sense of self (Higgins & Kram, 2001). So 
finding a potential set of partners is essential for 
the success of reverse mentoring.
Proposition 2: Managing expectations of individual 
participant matters for reverse mentoring programs
Self-Determination Theory focuses on three critical 
psychological needs – relatedness, competence, 
and autonomy. When the participants in the 
reverse mentoring program feel that their basic 
psychological needs are met, they are more open to 
sharing their knowledge and expect the knowledge 
sharing to be reciprocated by their peers in the 
organisations (Coun, 2019). There should be effort 
and focus on incorporating individual needs and 
taking both merit-based and personal aptitude for 
structuring the program (Gadomska-Lila, 2020). 
Clarifying expectations and goals makes them 
positively engage in the program and helps to gain 
better results. This helps in understanding and 
setting the right expectations of the program and 
helps in delivering superior outcomes.

Proposition 3: Open-Mindedness is necessary for 
the reverse mentoring program for better outcomes 
It would be challenging for the senior management 
and older people to accept and admit that they 
lack a particular skill openly. This is because they 
might feel that they might become vulnerable in 
front of junior employees (Chaudhuri, et al., 2021). 
Thus, Open-mindedness is the fundamental factor 
for learning. Closed and defensive people tend to 
be slow in learning. Open-minded people tend to 
absorb much faster, reflect on it and adapt to the 
situation from the new understandings (Flaum & 
Winkler, 2015). It is also essential to overcome the 
inherent biases. These biases might arise due to 
gender, race, ethnicity, and even class. Successful 
reverse mentoring requires an open attitude and 
the need to shun power, position, and status 
(Chaudhuri, et al., 2021). Hence, being open-minded 
helps in the learning and progress of the reverse 
mentoring program.
Proposition 4: Formal Enforcement of reverse 
mentoring practices can lead to better outcomes 
for reverse mentoring sessions
The productivity of a knowledge worker has 
become a managerial battlefield. Nudge theory 
helps understand the importance of a nudge or 
a slight push required from the external force to 
increase overall productivity. This so-called nudge 
management assists design organisational contexts 
in achieving the organisation’s objectives through 
fast and focused thinking and by optimising the 
unconscious thought of the employees (Ebert 
& Freibichler, 2017). The success of the reverse 
mentoring program dramatically depends on 
the support from the senior leaders and top 
management. Their support gives strength to the 
program. Caterpillar has adopted reverse mentoring 
in its core human resource policies. The program is 
called “Young Professionals ERG.” It helps to check 
senior member’s ideas about diversity and exposes 
them to technology-informed and generational 
unique perspectives (Where Women Work, 2018). 
The theory of planned behaviour helps to understand 
that it fosters better outcomes when the participants 
get timely support and communication (Jimmieson, 
2008). Hence, formal enforcement would help in 
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improving the outcomes of the reverse mentoring 
process.

PROPOSED FRAMEWORK

After analysing the propositions and understanding 
the factors within each recommendation, the 
research proposes a PEOPLE framework for 
organisations to follow a structured methodology 
to achieve success in their implementation of 
reverse mentoring in their organisation. PEOPLE 
framework is an acronym for – Potential Partners, 
Expectations, Open-mindedness, Progress, Learning, 
and Enforcement. The framework is supported by 
theoretical models and practical applications in the 
companies that succeeded in reverse mentoring.
To find a potential partner, we have developed 
an EAGLE framework based on the analysis of 
proposition one that helps organisations follow a 
structured approach for finding and mapping one 
person with another in the reverse mentoring 
process. In EAGLE framework, the critical parameters 
to be considered while matching a partner in reverse 
mentoring are experience, age, generational gap, 
transparency, and Ego.
After selecting the potential partners based on 
the EAGLE framework, expectations are the next 
step in the broader PEOPLE framework. Based on 
the analysis of proposition 2, it is essential to set 
expectations of the partners in the reverse mentoring 
program in what they can expect, what they need 
to do, and their potential benefits in participating in 
the reverse mentoring program.
By understanding the results from proposition 2, it 
is imperative to match each partner’s expectations 
from the program. This is important to provide a  
clear roadmap and sync with the program’s 
overall aim. It was necessary to prepare individual 
development plans after considering what each 
person wants and adjusting the program according 
to their needs.
The persons participating in the reverse mentoring 
program should not have any conscious and 
unconscious bias towards the other. A person 
participating in the program must undergo diversity 
and sensitisation training to remove such biases 
before participating in the reverse mentoring 

program. This helps the person to accept the 
difference better and listen to other person’s 
viewpoints. Also, the person must leave the baggage 
of views formed due to past experiences, and the 
thinking must not incorporate those biases. In such 
cases, the other partner must be capable enough 
to identify such preferences in that person and let 
them know during the reverse mentoring process. 
This is emphasised in the analysis of Proposition 3.
Reverse mentoring should not be a one-off program. 
The overall enforcement of the reverse mentoring 
program and its sustained push from the organisation 
decides the benefits reaped out of this program. 
This is also emphasised by analysis of proposition 4.  
This is reinforced by the theoretical and practitioners’ 
support of the need for enforcement from the 
organisation. Reverse mentoring depends on 
changing four essential things, which is explained 
by the CAPS framework. CAPS stands for culture, 
awareness, policy and stakeholder commitment. 
The organisation needs to incorporate an open 
culture. The organisation must focus on making a 
cultural change, and employees must accept and 
accommodate diverse opinions. Each employee in 
the organisation must know and be aware of the 
reverse mentoring program, and great emphasis 
must be given to enrolling themselves in the 
program. Each employee must be made aware of the 
benefits of the reverse mentoring program. There 
must be policy-level changes to incorporate reverse 
mentoring programs formally as well as informally 
in the organisation’s culture. Also, top management 
buy-in is a must for reverse mentoring programmes 
to succeed in developing employees and overall the 
organisation’s culture.
To measure outcomes of reverse mentoring programs, 
many mixed approaches had been suggested in 
the past literature. Quantitative analysis has been 
primarily descriptive using surveys (Chaudhuri, et 
al., 2021). Progress and learning are dependent on 
how these factors play out while implementing a 
reverse mentoring program.

PROGRESS

The reverse mentoring process aims to make the 
partners’ gain in terms of soft and hard skills. Until 

Reverse Mentoring as Digital...
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and unless it is measured, the organisation might 
not know the impact of reverse mentoring. So, 
we have come up with a SAIL framework to help 
create an effective reverse mentoring program. SAIL 
framework is the acronym for self-confidence and 
awareness, adaptive and accommodative in others’ 
opinions, inclusivity, and length and frequency of 
the reverse mentoring sessions. The organisation 
can create a baseline of each person and get the 
feedback from their colleagues before the start of 
the reverse mentoring programme. The impact can 
be the improvement in self-confidence and how 
the person can incorporate diverse views during 
decision-making. The overall effect of the reverse 
mentoring also depends on the overall length of 
each reverse mentoring session and how frequently 
it is held. Short sessions and long gaps between the 
sessions might not aid in the effective outcomes for 
the participants in the reverse mentoring program.

LEARNING

Learning for both partners in the program is the 
primary goal. This can be captured using both 
qualitative and quantitative feedback. The qualitative 
survey must be floated to both the participants as 
well as their colleagues. The results must be strictly 
confidential to give genuine feedback. The survey 
needs to be floated after a gap after completion 
of the reverse mentoring program. This feedback 
can also be shared with the participants. Although 
feedback does not have any extrinsic value, it can 
produce subjective feelings similar to rewards and 
recognition. Feedback plays both motivational 
and informational roles. This helps to increase 
performance even without any tips (Tricomi & 
DePasque, 2016). Improving feedback practices 
has a direct impact on learning. Feedbacks on how 
the participant had done in the reverse mentoring 
program is directly related to self-efficacy and 
performance. (Escarti & Guzman, 2008)
Thus, a proper and structured feedback program 
is necessary to gauge the progress and learning of 
each of the participants in the reverse mentoring 
program.

Figure 1: Reverse Mentoring – A Conceptual 
Process-driven Model

Extent of 
Progress 
Learning

Potential Partners 
Individual 

Expectations 
Open-Mindedness 

Enforcement

Inclusivity Learning 
Culture Self-
Awareness & 

Self-Confidence 
Knowledge Transfer 

As described in figure 1, progress and learning 
are dependent on potential partners, individual 
expectations, open-mindedness, and enforcement. 
Interaction between the independent variables 
determines how they progress and knowledge 
would be. The effect of the independent variables 
on dependent variables is explained in table 1.

Table 1: A Process-Driven explanation for the 
PEOPLE framework

Variable Name Effect on Progress Effect on Learning

Generational
Gap

The higher difference 
in age can lead to slow 
progress because topics 
needed to be understood
high.
A low generational gap 
means both the persons 
in the program are 
relatively familiar with 
the external changes and 
preferences.

High generational Gap –
High Learning
Low generational Gap –
Low Learning

Open-
Mindedness

Both the participants in 
the reverse mentoring 
program need to be 
open-minded. If either 
of the participants is not 
open-minded, then the 
progress is slow.

Open-mindedness is positively 
correlated to learning. Higher 
the open-mindedness, higher 
is the learning.

Individual
Expectation

High expectations find 
lead to faster progress 
initially but result in 
slower progress in the 
end. This is because the 
participant expects more 
from the program, and if 
expectations are not met, 
the participant tends to 
become delusional about 
the program. Setting 
the right expectations is 
required.

High expectation tends to 
motivate a person to explore 
more and try to get more 
from the program. It usually 
results in higher learning.

Enforcement High enforcement lead 
to regular meetings 
and updates. If there is 
no internal motivation, 
the reverse mentoring 
program might slowly 
lose relevance.

High enforcement may not 
lead to higher learning 
outcomes.
Low enforcement leads to 
lower learning outcomes.
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Table 2: Summary of the PEOPLE framework 
including associated frameworks

P – Potential Partners
•	 Use EAGLE framework for identifying potential partners
	 	 E – Experience
	 	 A – Age
	 	 G – Generational Gap
	 	 L – Lucidity
	 	 E - Ego

E – Managing Expectations of Individual
•	 Psychological Needs
•	 Merit-Based

O – Open-Mindedness of each individual
•	 Power, Position, and Status
•	 Inherent Biases

P – Measuring progress through SAIL framework
•	 S – Change in level of self-confidence in the individual
•	 A – Awareness of new topics, Adaptive to problems, and 

Accommodativeness to other opinions
•	 I – Inclusivity and gender sensitiveness
•	 L – Length of each session attended and frequency of sessions

L – Learning and Feedbacks
•	 Qualitative
•	 Quantitative

P – Enforcement through CAPS framework
•	 C – Cultural Change
•	 A – Awareness about the benefits of reverse mentoring
•	 P – Company Policies to support reverse mentoring initiatives
•	 S – Stakeholder support and Buy-in

Figure 1 explains the helps to understand the input 
parameters for the reverse mentoring program and 
how it helps to leverage the output of the reverse 
mentoring program.

DISCUSSION

Organisations need to explore new and effective 
methods for transforming employees’ competencies 
in alignment with digitalisation. The fast digital 
developments of the future will require a structured 
framework that can be adopted despite the 
organisations’ context. Reverse Mentoring as a tool can 
help exploit the economic potential of digitalisation; 
in recent times, reverse mentoring has become a vital 
tool for knowledge sharing and achieve organisational 
goals. Managers need to focus on reverse mentoring 
as a strategic lever to push many organisational 
plans. The current proposed framework identified 
and analysed various hypotheses to arrive at the 
parameters for reverse mentoring implementations. 
Depending upon each organisation and sector, there 
might be a few variations and considerations that 
need to be taken into account. This framework is 
just guidance for the organisations and must be taken 

at face value. Reverse mentoring requires efforts 
in terms of resources and time. So, organisations 
must consider whether they have the capacity and 
bandwidth to pursue such a program in a formal way. 
In such situations, organisations can create and foster 
a culture where reverse mentoring is done informally.

CONCLUSION AND FUTURE DIRECTIONS

Reverse mentoring has become quite a popular tool 
for organisations to improve organisational culture 
and resources. Reverse mentoring has evolved a 
lot since it has been introduced. In the digital age, 
reverse mentoring has become an important tool 
to be leveraged for bridging the inter-generational 
gap. It can be used as a strategic human resource 
development tool. Reverse mentoring is still evolving 
and has excellent scope to be explored more. As 
more organisations adopt and implement reverse 
mentoring programs, new learnings and challenges 
emerge, and more frontiers would be opened in 
reverse mentoring.
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Case Study

Passion for Innovation

The Sanghi Group established by Ravi Sanghi in 1979 
as its Managing Director had diverse businesses in 
Andhra Pradesh ranging from textile processing, 
polyester filaments, spinning mills, zip fasteners 
to PVC foam leather cloth commissioned its first 
cement plant at Kutch in the State of Gujarat in 
2003. The Group being a conglomerate of ` 3000 
crore chose Kutch as location in view of availability 
of lignite as fuel in the vicinity, and also with a goal 
to export its products from the nearby coastal line. 
The export of the Sanghi Cement was facilitated not 
only by the nearness to the coastal line but also 
due to the fact that company owned a jetty. The 
cement plant was established as an independent 
business in the name of Sanghi Industries Ltd. and 
had the capacity of 3.5 million tonnes per annum. 
The competitors of Sanghi Industries Ltd., such as 
Ambuja Cement, Ultratech, Siddhi Cement and Tata 
Cement were already having their plants in Gujarat.
Initially, Sanghi Industries Ltd. exported clinker 
only during the first year of its operation followed 
by export of both, clinker and cement, from the 
second year to distressed countries like South 
Africa, Sri Lanka, Bangladesh, Spain, Italy and 
Iran. The company perceived such markets as an 
opportunity to maximise revenues. For domestic 
market, company restricted itself to the State of 
Gujarat only. The Sanghi Industries Ltd. had a total 
turnover of ` 858 crore with break up of ` 523 crore 
in domestic market and ` 335 crore in international 
market in the financial year 2006-07. The company 
had a total turnover of ` 604 crore with break up of 
` 340 crore in domestic market and ` 264 crore in 
international market in the financial year 2005-06. 

The company had a total turnover of ` 426 crore 
with break up of ` 305 crore in domestic market and 
` 121 crore in international market in the financial 
year 2004-05.

Innovation as a Strategy

To penetrate the market, the marketing team of Sanghi 
Industries Ltd. headed by second son of Ravi Sanghi, 
Alok Sanghi as Director encouraged innovations from 
the very beginning. Alok being a young professional 
with a lot of enthusiasm and passion for innovation. 
In view of low differentiation in the case of a product 
like cement, the company introduced the unique 
concept of Shakti Rath, which was actually a mobile 
testing laboratory. Sakti Rath enabled the company to 
go to the customers directly to win their confidence. 
The samples were tested on the site, which resulted 
in perceiving the operations of the company as 
transparent. Shakti Rath also enabled the customers, 
including its dealer network, to get an idea about 
the quality of Sanghi Cement in comparison to the 
products of the competitors. Sanghi Cement was 
an ISI marked product with ISO: 9002 certification. 
The company believed in having a strong network 
of dealers and consciously chose the Trade segment, 
which happened to be the premium segment for 
cement. The Trade segment referred to the consumers 
who bought cement for their own use, whereas Non-
Trade segment referred to the customers who bought 
the product for commercial use.
To support and facilitate the customer, the company 
introduced the concept of Customer Care Centre (CCC). 
The CCC, which was an outsourced commission based 

	 *	The case was developed by Upinder Dhar (Institute of Management, Nirma University, Ahmedabad), Hemlata Agarwal (S.R. 
Luthra Institute of Management, Surat), and Chirag Rathod (GIDC Raiju Shroff Rofel Institute of Management Studies, Vapi) 
during the First Case Writing Workshop of the Institute of Management, Nirma University, Ahmedabad held in collaboration 
with the Association of Indian Management Schools from June 7-9, 2007.  
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service, was purported to be a one-stop-construction 
solutions centre. It coordinated between dealers and 
the company. The dealers were required to register 
the orders with CCC, which in turn communicated the 
same to the company. The company informed the CCC 
as soon as the truckload started from the plant by 
sending an SMS. Using the ERP-SAP, the facility that 
was extended even up to the level of CCC, the time lag 
was minimised in the whole process. The procedure 
ensured payment to the company within 24 hours 
from the time of dispatch to the tune of 90 per cent 
and remaining 10 per cent on delivery of the product. 
The intermediary role of CCC had also enabled Sanghi 
Industries Ltd. to be a zero debt company.
Sanghi Industries Ltd. made history in Gujarat by 
introducing Advance Payment Policy in cement 
industry. The CCC ensured the timely collections 
from dealers, reasonably good infrastructure and 
good quality of service. By the year 2007, Sanghi 
Industries Ltd. had established 43 CCCs and  
32 Shakti Raths in the State of Gujarat. At least one 
sales officer of the company was attached with each 
CCC. The Shakti Raths were owned by the CCCs but 
were managed by company itself. Though company 
offered off-season discounts during monsoon, it 
maintained its position of premium pricing with 
the emphasis on high quality, high price. Gujarat 
Ambuja happened to be a close competitor of 
Sanghi Industries Ltd. in the Trade segment with  
20 per cent market share in Gujarat, which was 
slightly more than the market share of the later. 

Building Network

Sanghi Industries Ltd. promoted its brand with 
the slogan as “Concrete ke Jungle ka Raja”, which 
meant the king of concrete forest, and punch line 
as ‘World’s Largest Single Location Cement Plant’, 
and Lion as its logo. The company promoted the 
brand through print media, local electronic media 
and sales distribution. Conferences were organised 
for the dealers and sales people at various locations. 
Meetings of the contractors, builders and masons 
were organised periodically. Two special magazines 
were published for architects and engineers and 
were circulated free of charge to the persons who 
were part of the construction industry. Sanghi 

Industries Ltd. introduced training for its dealers to 
strengthen the bond with them as its customers. A 
dealer kit was handed over to a newly appointed 
dealer. The kit contained a wall clock, key-chain, 
pen, stickers, mission statement, quality policy and 
certificates to name a few. The training was focused 
on positive thinking, goal setting, customer service 
and other such behavioural issues. The dealers 
were convinced by the company that if they would 
greet the truck drivers at least with a cup of tea 
at the time of delivery of the product that would 
make a value addition by way of reducing the time 
lag between loading of the trucks at the plant and 
unloading of the same at their destinations.
The company had succeeded in penetrating the 
rural market in the State of Gujarat. The proportion 
of rural and urban market being 40 and 60 per cent 
respectively in 2007. The objective of the company 
was to develop the dealer network to the extent 
that for the population of every 3,000 people, there 
was one dealer of Sanghi Industries Ltd. Besides 
taking care of external customers, the company was 
conscious about the welfare of its internal customers 
too. To cater to such needs, family get-togethers 
were often organised. The sales team of 75 people 
was closely monitored from the Corporate Office 
through Customer Support Desk. The customer 
satisfaction surveys were also conducted to arrive 
at customer satisfaction index. Feedback of the 
sales force was taken from the customers and Star 
Performer Awards were given to recognise them 
from each region during the annual function of 
the company every year. To further encourage the 
innovations, the senior officers of the company 
used to meet quarterly to review the performance 
of the company. A special session was devoted to 
brainstorming in such meets for evolving innovative 
ideas for marketing the products.

Looking Ahead

The market for cement industry was expanding in 
the State of Gujarat and new competitors were 
about to enter the industry. In view of increasing 
market pressures, Sanghi Industries Ltd. had 
decided to commission another plant of 4.5 million 
tonnes capacity in the Kutch region itself by 2009. 
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The company was concerned about the increasing 
competition and knew that innovations made by 
them in the past were likely to get diluted after 
being adopted by the competitors. Thus, they had 
made it a practice to allocate certain percentage 
of the annual advertising budget for encouraging 
innovations on a continuous basis. The company 
emphasised on the values of transparency, integrity 
and quality besides innovation.
The top management of Sanghi Industries Ltd. 
was envisaging to expand the domestic market by 
reaching other States of the country through coastal 
lines. The company was also planning to expand its 
market to the other segments. It had now started 
to use technology for making innovations possible. 
The SAP installed at CCC gave it an edge over its 
competitors, because it made it possible to provide 
real-time data and requisite information online. It 
was easier for the company to analyse the data on 
day-to-day basis. The company had introduced steel 
as a complementary product, and was planning to add 
some more products relevant for the construction 
industry. The company was planning to offer some 
more complementary products along with cement, 
and had already introduced the Toll Free telephone 
service for facilitating their customers to seek 
solutions to their problems. To further build loyalty 
of the network of dealers, it wanted to start some 
loyalty programmes to enable customers or dealers 
to earn premium points on the basis of volume of 
cement sold by them.
Using innovation as its primary tool, the company 
was also planning to try various concepts to reach 
the untapped markets, particularly in the rural areas.

Questions for Discussion

	 1.	 Was it right for the Sanghi Industries Ltd. to 
enter cement business?

	 2.	 Discuss the strengths and weaknesses of the 
innovations made by the company in marketing 
the product.

	 3.	 “Sanghi Industries Ltd is a good example of 
customer relationship management.” Comment.

	 4.	 What do you think the company should do to 
cope with the increasing competition in cement 
industry?

Teaching Notes

	 1.	 What is the purpose or objective that the 
participants should achieve?

	 a.	 The purpose of the case is to comprehend 
the value of innovation in marketing the 
product like cement.

	 b.	 To understand the importance of 
relationship management for reaching the 
customers.

	 c.	 The role of technological innovation in 
marketing the products.

	 2.	 Issues involved in the case. Teaching strategies 
to be adopted and time to be spent on each 
issue.

		  The issues involved are competition, maintaining 
product quality in premium segments, customer 
relationship management, dependence on 
innovation for marketing the product, and 
advance payment policy.

	 3.	 The links between the case, the concept and 
the tools/techniques relevant in the situation.

		  Participants should be explained the concepts 
related to the major issues involved in the case. 
Each issue should be given at least 10 minutes 
for discussion.

	 4.	 Preparation expected from the participants.
		  Participants must acquaint themselves with 

the basic concepts of innovation, distribution 
channel and relationship marketing.

	 5.	 Cross references, if any, to other cases and 
situations.

		  The participants can refer some cases on 
innovative marketing and Customer Relationship 
Management.

	 6.	 Is individual or group analysis of the case 
needed? Ideal size of the group.

		  The case should be first discussed at individual 
level and then at group level. A group of 3-4 
participants should be formed for the purpose 
of constructive discussion.

	 7.	 Assignment to be given to the participants 
before or after the session.

		  The facilitator should give his or her input at 
the end of the session.

Passion for Innovation
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Book Review

	 *	Rector & Dean, Faculty of Doctoral Studies & Research, and Dean, faculty of Management 
	**	Vice Chancellor, Shri Vaishnav Vidyapeeth Viswavidyalaya, Indore. Email: vc@svvv.edu.in, upinderdhar@gmail.com 

Atomic Habits: An Easy & Proven Way to Build  
Good Habits & Break Bad Ones

by James Clear 
UK, Penguin Random House, Year of Publication: 2018, 
ISBN: 978-1-84-794183-1, Pages: 306, Price: ` 799

Reviewed by Santosh Dhar* and Upinder Dhar**

Personal change emerges from the learning that 
occurs during the reflective process. Learning 
results from feedback, adaptation and personal 
accountability that is taken as one moves to a higher 
state of self-awareness and responsibility. One is 
able to comfortably demonstrate new behaviours 
that give new results and transforms one’s life.
The book under review has 20 chapters presented 
in 6 parts, Conclusion and the Appendix. Part 1 
on The Fundamentals: Why Tiny Changes Make a 
Big Difference has three chapters: The Surprising 
Power of Atomic Habits, How Your Habits Share Your 
Identity (and Vice Versa), and How to Build Better 
Habits in 4 Simple Steps.
According to the author, an atomic habit is a little 
habit that is a part of the larger system and is a 
building block of remarkable results. Small changes 
often appear to make no difference until one 
crosses a critical threshold. The most effective 
way to change ones habits is to focus not on what 
one wants to achieve, but on who one wishes to 
become. Becoming the best version of oneself 
requires to continuously edit the beliefs and upgrade 
and expand one’s identity. The ultimate purpose of 
habits is to solve the problems of life with as little 
energy and effort as possible.
Part 2 on the 1st Law: Make it Obvious has  
four chapters: The Man Who Didn’t Look Right, 
The Best Way to Start a New Habit, Motivation Is 
Overrated;

Environment Often Matters More, and The Secret to 
Self-Control. These chapters present how the process 
of change behaviour always starts with awareness. 
One needs to be aware of ones habits before one 
can change them. The habits scorecard is a simple 
exercise one can use to become conscious about one’s 
behaviour. Creating an implementation intention is 
a strategy one can use to pair a new habit with a 
specific time and location. It is easier to build new 
habits in a new environment because one has not to 
fight against old cues. People with high self-control 
tend to spend less time in tempting situations. It is 
easier to avoid temptation than resist it. Self-control 
is a short-term strategy and not a long-term one.
Part 3 on The 2nd Law: Make It Attractive has three 
chapters: How to Make a Habit Irresistible, The Role 
of Family and Friends in Shaping Your Habits, and 
How to Find and Fix the Causes of Your Bad Habits. 
The author depicts that temptation bundling is 
one way to make one’s habits more attractive. The 
strategy is to pair an action one wants to do with an 
action one needs to do. One tends to adopt habits 
that are praised and approved of by one’s culture 
because one has a strong desire to fit in and belong 
to the tribe. The normal behaviour of the tribe often 
overpowers the desired behaviour of the individual. 
If a behaviour gets an approval, respect and praise, 
one finds it attractive. The cause of one’s habits 
is actually the prediction that precedes them. The 
prediction leads to a feeling. Habits are attractive 
when one associates them with positive feelings.
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Part 4 on The 3rd Law: Make It Easy has four 
chapters: Walk Slowly, but Never Backward, The Law 
of Least Effort, How to Stop Procrastinating by Using 
the Two-Minute Rule, and How to Make Good Habits 
Inevitable and Bad Habits Impossible. According to 
the author, habit formation is the process by which 
a behaviour becomes progressively more automatic 
through repetition. Creating an environment, where 
doing the right thing is as easy as possible.
Priming ones environment is important to make 
future actions easier. The more one ritualises the 
beginning of a process, the more likely it becomes 
that one can slip into the state of deep focus that 
is required to do great things. Using technology 
to automate one’s habits is the most reliable and 
effective way to guarantee the right behaviour.
Part 5 on The 4th Law: Make It Satisfying has 
three chapters: The Cardinal Rule of Behaviour 
Change, How to Stick with Good Habits Every Day, 
and How an Accountability Partner Can Change 
Everything. These chapters depict that the human 
brain prioritises immediate rewards over delayed 
rewards. A habit needs to be enjoyable for it to 
last. Simple bits of reinforcement can offer the 
immediate pleasure one needs to enjoy a habit. Any 
change is easy when it is enjoyable. Habit tracker 
and other visual forms of measurement can make 
habits satisfying by providing clear evidence of one’s 
progress. An accountability partner can create an 
immediate cost to inaction. Everybody cares deeply 
about what others think about them and do not 
want others to have a lesser opinion about them. 
Knowing that someone else is watching can be a 
powerful motivator.
Part 6 on Advanced Tactics: How to Go from Being 
Merely Good to Being Truly Great has three chapters: 

The Truth about Talent (When Genes Matter and 
When They Don’t), The Goldilocks Rule: How to Stay 
Motivated in Life and Work, and The Downside of 
Creating Good Habits. The author contends that 
habits are easier when they align with your natural 
abilities so one should choose the habits that best 
suits one. Biological differences matter, so it’s more 
productive to focus on one’s own potential than 
comparing oneself to someone else. The greatest 
threat to success is not failure but boredom. Anyone 
can work hard when he/she feels motivated. To 
keep on going when work no more motivates makes 
the difference. Habits deliver numerous benefits 
but the downside is that they can lock into one’s 
previous patterns of thinking and acting even when 
the world is changing. Lack of awareness is poison, 
and reflection and review are antidotes.
Conclusion: The Secret to Results That Last. The 
author concludes with the saying that success is not 
a goal to reach or a finish line to cross. It is a system 
to improve, an endless process to refine. There is 
no permanent solution. The secret to getting results 
that last is to never stop making improvements. 
Small habits do not add up. They compound.
The book is a welcome addition to the treasure 
of knowledge on managing personal change. Real 
change is an outcome of the compound effect of 
hundreds of small decisions. Minuscule changes can 
lead to life altering outcomes in terms of staying 
productive, motivated and happy.
The book makes an interesting reading that can have 
a transformative effect on one’s career, relationships 
and overall life too. The book is well written in simple 
and lucid language which retains the attention of 
the reader till the last page of the book and arouses 
the curiosity to know more.
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Call for Papers for Forthcoming Issues
Indian Journal of Training and Development (IJTD) is a quarterly journal of Indian Society 
for Training and Development. It caters to the needs of academics, corporate professionals 
and practitioners in the field of learning and development. It invites original contributions 
for its forthcoming issues.

General Issue: Contributions of the following type related to learning and development.

The contributions can be made to any of the following categories:

	(1)	 Research paper: Conceptual, analytical or empirical research papers using qualitative 
or quantitative methodology are invited from researchers, academics and corporate 
professionals. The empirical papers should include introduction, rationale, objectives, 
review of Literature, method, results, discussion, conclusion, implications and 
references (APA referencing style 7th Edition). (between 4000-5000 words)

	(2)	 Practitioner’s perspective: Perspective articles based on unique or rich experience, or 
innovative L & D practice or experiential learning, artificial intelligence, or emerging 
technologies. (between 4000-5000 words)

	(3)	 Cases or case study of an organisation (between 2500-3000 words) with approval of 
the organisation.

(4)		 Book Reviews: The review of a recently published book relating to learning and 
development/human resource management.

The diagrams, images or pictures should be in high resolution and with image source. 
Graphs and tables should be in MS word format (on a separate sheet) and marked for 
insertion at the appropriate place in the text. All the submissions should be sent to 
chiefeditor@istd.in and ijtd@istd.in.

Please submit your contributions on the above Ids only.

Prof. (Dr.) Upinder Dhar 
Chief Editor 
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